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I. INTRODUCTION 
Overview 
The study cof women in agricultural leadership positions is a topic near and dear to my 
heart. Because I'm a woman in agriculture who someday seeks to be a leader, I seized this 
research opportunity to learn about agricultural women who have become leaders. Through 
stories this thesis explores women's roles in the industry through documentation and analysis 
of their journeys of personal growth. Interviews and observations were used to gain insight 
and understanding of the daily lives of these women leaders. This research explored 
challenges that these women faced, and how they made their place in agriculture. Topics of 
adaptation, construction of identity, family relationships, agricultural life, male-female 
relationships, and implications of women's impact are explored and discussed in the 
following pages. 
My claims are (1) women have many skills and talents that are untapped to offer to 
the agricultural industry and (2) success comes from being true to one's beliefs and inner-
self. Five women from academia, the political arena, the sales and services industry, 
farming, and agricultural political activism share their voices in this thesis. They explain 
their journeys of hard work, their passions about agriculture, and their success in reaching the 
leadership pinnacles of the agricultural industry. The compilation and report of their stories 
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is intended to inform fellow agriculturists about women's abilities, challenges, and ways of 
leading. 
Personal Background 
From my earliest years, I have been involved in production agriculture. I have 
worked and lived the agricultural life and have done everything from riding in the tractor 
with my grandmother to managing harvest operations myself. While my situation may be 
specific to my family, where the women and men worked step for step alongside each other, 
it provided me with a safe context in which to grow up. I call it safe because I didn't feel the 
effects of sexism or gender discrimination until I was much older. I am proud of and 
thankful for my experiences and my agricultural heritage. However, in all my experiences, it 
was only recently that I realized that I had something to offer to the agricultural industry and 
the world as a woman, and not as a woman acting like a man. 
I was never taught that I needed to be a man, but it was always my desire to be as 
good or better than the boys. Therefore, I developed the understanding and attitude that all of 
that "girly" feminine stuff was weakness and had no place in the agricultural field. 
Admittedly, femininity is not highly valued in production agriculture, but it is a part of the 
women that are involved in agriculture-at all levels. Thus, I focused my research on this 
paradox. Some researchers like to call this the question of gender (Hassanein, 1999), others 
an issue of oppression (Sachs, 1983), and still others choose to ignore differences. On the 
other hand, I choose to look past labels and explore women's journeys to the top of their 
_ respective positions within the agricultural field. Studying their ascensions, I tried to gain an 
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understanding of their perceptions of self in relation to gender and to being a woman in 
agriculture. 
Statement of the Problem 
"Men and women were created differently, each with unique roles and attributes. It is 
the woman's role to be emotional and feeling, and the man's role to be logical and concrete. 
The two alone are a mess, the two together are complete" (conversation with Dad, 7-16-00). 
Men and women have from the beginning of time worked together and separately to create 
shared lives, battle the natural elements, each other, and the world around them (Genesis 2). 
Anna Julia Cooper (1892) summed up this argument with her observation: 
All I claim is that there is a feminine as well as masculine side to truth; that 
these are related not as inferior and superior, not as better or worse, not as 
weaker and stronger but as complements-complements in one necessary and 
symmetric whole ... That, as both are alike necessary in giving symmetry to 
the individual, so a nation or a race will degenerate into mere emotionalism on 
the one hand, or bullyism on the- other, if dominated by either exclusively; 
lastly, and most emphatically, that the feminine factor have its proper effect 
only through women's development and education so that she may fitly and 
intelligently stamp her force on the forces of her day, and add her modicum to 
the riches of the world's thought. (p. 60-61) 
In the United States, men have historically chosen to build their lives around 
agriculture, while their women (wives and children) have assisted, worked alongside, and 
supported them (Tevis, 1995). In the U. S. it.has only been in the last century-notably 
beginning during WWII and then onward through the decades-that women have taken 
independent roles inthe- agricultural industry (Tevis, 1995; Wells & Tanner, 1994). 
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With this addition of women to the workplace, a new agricultural industry 
environment has presumably been created. New methods of leadership and agricultural 
practices combined with recognition of alternative forms of agriculture (e.g. sustainable 
agriculture, community-supported farms) can be attributed to women's voices. The addition 
of women's voices to the agricultural arena has likely changed the face of agriculture. These 
changes and women's perceptions and activities regarding these changes will be the focus of 
this study. 
Purpose 
The purpose of this research is to illuminate the ways in which agricultural women lead. 
Women's naiTatives give voice io their constructions of leadership in relation to their 
experiences as women agriculturalists. 
Objectives 
I began this study with a curiosity regarding how women lead or achieve leadership 
within the agricultural industry. From this curiosity I developed two primary questions: 1) 
what adaptations have women made to become leaders, and 2) what methods women have 
used to survive and become successful in the industry? 
From these questions I developed a list of possible research topics (Appendix A). 
During the research process, both in interviews and reading other research studies, I realized 
that queries about women's professional career-related relationships were an important key 
5 . 
to understanding how they adapt and survh,:e as workers and leaders. In addition, I learned 
that career related relationships not only·included the people at the office, but also families 
and spouses. Therefore, many of my findings are couched in a familial setting or with the 
understanding that the family was supporting, helping, or furthering the women's leadership 
efforts . 
. From these questions and based on a personal dedication to teaching and learning, I 
sought to develop recommendations or explore implications based on their experiences. 
Learning from these women allowed me to re-direct/evaluate my life goals, and has helped 
me to understand what I can expect as a woman in the industry. This study has also alerted 
me to tricks and tools that I may use to avoid problems these women faced. Thus, my 
recommendations are based on educating, mentoring, and advising other female students in 
and about agriculture. These recommendations and implications can serve other women and 
men as they seek a road map for their journey into the agricultural industry and leadership 
positions. 
Need for the Study 
The United States agricultural industry has reached an all time high for production 
levels; yet, some how in the midst of bumper crops, there is a farm crisis. The crisis is 
changing the traditions and composition of the industry in more ways than production 
processes. Wells (1998) has suggested that women have the potential to be "integrators and 
mediators" (p. 375). Because of the farm crisis, farm labor is being divided between husband 
and wife. Today, either husband or wife will work off the farm, leaving the other to manage 
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the operation alone (Tevis, 1995). In many cases, the woman is left at home to become the 
farmer. If the woman does in fact go to town to work, she may work for an agricultural 
company, because of her rural location. Thus, at the very least, women are providing their 
skills and labor in new numbers at various levels of the industry (Tevis, 1995). Furthermore, 
as women and men separate from each other into more specialized roles, and as the 
agricultural economy continues to shrink and tighten, women's skills in the areas of problem 
solving and mediation will continue to be a primary need of the industry as it experiences 
growing pains. In addition, women's human relation skills coupled with their tendencies for 
interactive leadership (Rosener, 1990) could serve to steer agriculturists through this time of 
troubled waters. 
Even though there is an industry need for women's leadership, the need for this study 
rests closer to my heart than the goal of empowering women. There is a need for this study 
because women have different perspectives and values than men; and often, these differences 
can be powerful tools of change. Yet, if women-especially young women-are taught or 
socialized into believing that they must adopt the traditional male model of leadership to be 
successful or to get their voices heard, they will lose part of their identity in their quest for 
leadership positions. 
My personal discovery of worth as a woman has led me to conclude that many 
social scientists have missed their mark in claiming that if we were all the same, or that if we 
had a harmonious balance of both masculine and feminine traits, then society would be 
perfect (Bern, 1981; 1993). They have overlooked the idea that if men and women in equally 
powerful positions would or could respect each other, we would or could have a balanced 
society (Bennis, 1990). 
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Definitions 
Important to this discussion of leadership perceptions and personal identity is the 
definition of common terms in relation to these traits and personalities. The following terms 
are defined according to my understanding and that of academic "experts." 
Agriculture- the generic term, including the science, the art, and the process of supplying . 
human wants by growing products of the soil, and by the associated industries;farming is the 
practice of agriculture as a business (Webster's Dictionary, 1996, p. 29). 
Feminine leadership- characterized by a "concern for people, interpersonal skills, 
intuitive management, and creative problem solving" (Loden, 1985, p. 61). 
Gender- cultural concept of feminine and masculine traits traditionally linked to female 
and male sexes respectively (Berdahl, 1996) 
Good ol' boys- a rural white [man] who conforms to the social behavior of his peers 
(Webster's Dictionary, 1996, p. 527) or men who are used to getting their way (Wells 
personal communication, 9-26-00). 
Identity-personal conception of self, results from the stories we have lived or currently 
live by; fluid and changing (Connelly & Clandinin, 1999, p. 95) 
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Leadership- thought of as "a matter of personality, as a matter of inducing compliance, as 
the exercise of influence, as particular behaviors, as a form of persuasion, as a power 
relation, as an instrument to achieve goals, as an effect of interaction, as a differentiated role, 
as initiation of structure, and as many combinations of these combinations"(Bass, 1997, 
p.17). 
Language of Agriculture- indigenous language and cultural norms of people involved in 
the production and processing of raw food or feed products 
Masculine leadership- also classified as "command-and-control leadershiJr-Stresses 
clear 
lines of authority, the accumulation of power and information, a win-lose decision process, 
and the value of sameness and homogeneity"(Rosener, 1995, p. 4). 
Perception of self- an individual's chosen level within the occupational hierarchy is a 
function of their intelligence, degree of self-knowledge, and self-evaluation (Northcut, 1991, 
p. 14). 
Women's world- the persons women work with and for throughout their lives. It is my 
contention that each one of us has a distinct reality that we live in and through; this is our 
world. 
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Gender roles- role-" refers to the· set of behaviours, duties, and expectations attached to 
occupying a particular social position ... [gender] roles refer to the ways we expect women 
and men to behave ... "(Burr, 1998, p. 11) based on masculine and feminine role 
conceptions. 
Career roles- there is a tendency for women to be more involved in care-giving and 
service industries while men are more involved in industry and commerce careers, this is 
called the vertical division of labor. Additionally, men are more often found in leadership 
positions than women, this is called the horizontal division of labor (Burr, 1998). 
Limitations 
This study will be limited to the viewpoints and experiences of the five women 
studied and by my interpretations and my reconstructions of their perspectives. The intent of 
this study is to offer "accessibility" (Donmoyer, 1990, p. 193) to unique places and 
experiences, since most people in agricultural leadership are men, these perspectives are need 
and not easy to get. These vicarious experiences may offer assistance in understanding 
women working in the agricultural industry (Donmoyer, 1990). This study is not meant to be 
generalized to the overall population of women in agriculture, but rather to share five 
womep's perspectives in five areas of agriculture. The purpose of this qualitative case study 
is to shed light on a situation, not to determine ultimate conclusions (Easley, 1982). 
My analysis and interpretation of events, conversations, and actions of the 
.respondents inevitably involve a certain amount of error. To lessen the effects of error, 
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Lincoln and Guba ( 1985) have suggested using multiple methods and to make biases known 
through discussions of researcher reflexivity. Considering this, I spent an average of ten 
hours with each woman, interviewing, collecting artifacts, and shadowing or observing her 
(Lincoln & Guba, 1985). It was my hope that these various methods would lead to a 
saturation of results between data from the participants. Furthermore, explicit explanation of 
my background, bias, and objectives in relation to this research (see Chapter 3) serve to 
articulate my standpoint for making analytical claims and assertions. My analysis and 
interpretations have been reviewed for credibility and trustworthiness by (a) my graduate 
committee, (b) the respondents, and ( c) my peers enrolled in graduate studies at Iowa State 
University. 
Conclusion 
This thesis is based on my personal experiences growing up in agriculture, working in 
the field with the women interviewed, and my own process of identity formation as an 
aspiring woman leader in agriculture. From my life history I draw this passion for studying 
women leaders in agriculture. This study will help me answer my questions and understand 
what awaits me in this field. 
The remainder of this study will be organized as follows. In Chapter 2, I share the 
literature I used to inform myself prior to field entry and while analyzing my data. This 
review also highlights the gaps that I found in the current research. In Chapter 3, I will 
present my research methods: how I answered the research questions, heard the women's 
voices, and interpreted their stories. Chapter 4 reports women's stories in narrative form. To 
bring deeper meaning, I add commentary and analysis, but the women's words will be the 
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primary focus of the findings section. Finajly, conclusions, implications, and educational 
considerations will be explained and detailed in Chapter 5. 
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II. REVIEW OF LITERATURE . 
Introduction 
"The contributions of women in agricultural society have been largely ignored 
throughout time" (Webb, 1996, p. 11). Reading statements like this and being a female 
agriculturist makes the question of women as agricultural leaders particularly salient. To 
gain understanding and to develop grounded theories pertaining to women in agricultural 
leadership, I reviewed current literature summarized in this chapter (Strauss & Corbin, 1990). 
Although the viewpoints and research efforts of philosophers, scientists, teachers, and 
persons in the field explore and explain many issues women face in leadership positions 
today, information on the topic of women in agricultural leadership is limited. 
Glaser and Strauss (1967), in their seminal work The Discovery of Grounded Theory, 
posited the viewpoint that grounded theory-theories gleaned from data-provide "relevant 
predictions, explanations, interpretations, and applications" (p. 1). Others contend that 
theories derived from data are more applicable to other situations that are similar in nature. 
In addition, because theory comes directly from data, "laymen involved in the area to which 
the theory applies will usually be able to understand it ... "(Glaser & Strauss, 1967, p. 3-4). 
While one of the major benefits of grounded theory is the ability for both laymen and 
professionals to apply it, this does not mean that the theory lacks scholarship. A prerequisite 
to grounded theory formation, or observational research practices, is the familiarity of the 
researcher with data and models that may inform her/his observation/creation of a new model 
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(Glaser & Strauss, 1967). Therefore, the researcher studies current models and hypothesis to 
recognize salient data and phenomena thats/he observes (Hamrriersly & Atkinson, 1995). 
To inform my practice and theoretical hunches, I reviewed seven topics. A 
' . 
descriptive overview of women in agriculture is presented first. Second, a discussion of the 
effects and perceptions of gender in relation to leadership is shared. Third, the issue of 
women in agricultural leadership is presented. Fourth, I assumed that "tokenism" would be a 
relevant category of information because many women are firsts or only' s in their area of 
agriculture. Fifth, I learned from other studies the importance of mentoring; thus I include a 
discussion of those relationships. And the sixth topic, the language of agriculture, I 
discovered from the interviews. 
The activist told me that she had had to learn the language of agriculture before she 
could participate in the culture. I was stunned and enthralled at this idea. Having grown up 
in and around agriculture, I had no idea that it had its own language. However, in 
questioning other participants, I learned that part of their acceptance and success was 
dependent on such things as their command of agricultural terms, cultural understandings, 
and their ability to understand the needs of other agriculturists. The final topic in this review 
wiH be a brief overview of leadership. 
Descriptive Overview 
The theory I present is addresses the dearth of literature regarding women leaders in 
agriculture. As I reviewed literature I found many studies that dealt with women leaders in. 
other fields (Book, 1998; Helgesen, 1990; Northcut, 1991; Romano, 1996; Rosener, 1990; 
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Sinclair, 1998), but none in agriculture. Thus, I realized that I had to research the both 
women leaders and women in agriculture separately, then develop my own theories or 
understandings of how they related to each other. .In the following pages I detail what other 
authors have claimed is the female leadership style, or transformative leadership (Irwin, 
1995; Kram & Hampton, 1998) which is comparative to Rosener's (1990) interactive 
leadership preposition. 
As I searched the AGRICOLA system (the major database for agriculture) for 
information regarding women and agriculture, the only references I found addressed 
government food programs, namely the Women and Infant Care Program (WIC). Thus, from 
the onset I struggled to find if there was indeed a place for women in agriculture, let alone a 
place for women to lead. I knew from my own experience and relationships that women 
were not only consumers of the industries products and services, but rather, many women 
were producers either on farms, or as agribusiness representatives, or as teachers and leaders. 
Interestingly, when I refined my search, I found that agricultural women made their 
own leadership opportunities by creating organizations (Hassanein, 1 ~97; Hassanein, 1999; 
Wells, 1998); this was consistent with ways women had created opportunities in other fields 
(Kouzes & Posner, 1995). Kouzes and Posner (1995) relate women's leadership to personal 
tragic experiences. From these experiences women would generally conclude that 
... the situation must not happen again, thus they became leaders ... organizing 
and galvanizing people, social movements, and government legislation. These 
women got extraordinary things done because they cared. (Kouzes & Posner, 
1995,p. 322) 
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In agriculture, women are involved with alternative farm movements such as 
sustainable agriculture and organic production methods, and in issues such as rural 
development or reclamation (Hassanein, 1997; Hassanein, 1999; Sachs, 1996; Sternweis & 
Wells, 1992; Wells & Tanner, 1994; Wells, 1998). Sally Shortall (1994) suggested a 
possible reason that women are primarily found in the alternative side of agriculture is 
because of their responsibilities and reproductive ties to the "farm family" and thus to the 
family that is supported and reared therewith (p. 284). Additionally, she posited that women 
are more concerned with the "human" aspects of farming, because women are more prone to 
place emphasis on communities (Shortall, 1994). One of my respondents, Farmer Kay1, 
furthered this hazy family/community concept explaining "We're mothers. Mothers don't do 
things that will harm their children, they look into the future ... " (farmer interview, 8-21-00). 
However, not all women have taken the alternative route in agriculture. I eventually 
found data on the places women hold in the traditional structure (Hassanein, 1999; Tevis, 
1995). In 1990 women as independent operators of farms comprised 6% of the total 1.9 
million farms in America (Perry & Ahearn, 1994, p. 24). Women as joint operators 
comprised 23% of the total number of farms (Perry & Ahearn, 1994, p. 24 ). 
In other areas of the agricultural industry, specifically academe, women are 
concentrated in Agricultural Education and Extension education at 12.5% and in Food 
Science/Animal Nutrition at 9.3% (Henderson & Cooper, 1987, p. 16). Henderson and 
Cooper (1987) found that in the most agricultural regions of the country (IA, IL, IN, KS, MI, 
MN, MO, ND, NE, OH, SD, WI, AL, AR, FL, GA, KY, LA, MS, NC, OK, SC, TN, TX, VI) 
there were the least number of women scientists in the respective colleges of agriculture (p. 
1 Each respondent was labeled according to my perception of her current career. 
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16). The low numbers of women scientists may also be a deterrent to young women who 
investigate the field in search of role models, mentors, or counselors to help them break into 
the agricultural industry. This problem leads to a biased field, and perpetuates the situation 
(Baxter & Cooper, 1992). 
As my search grew, I began to see a pattern in the way men and women approached 
agriculture. From Carolyn Sachs (1983; 1996), who detailed women's entrepreneurial efforts 
with chickens, I realized that women are "agriculturally" most concerned with taking care of 
the immediate consumption needs of the family. Historically, women have raised gardens, 
chickens, and hogs for family consumption, and used the eggs as a means to barter for other 
foods. Howev1/r, as the agricultural markets have tightened and production has shifted away 
from small family farms to large production facilities, and as men have taken control of the 
various sectors of production, women have lost their place in the food industry. 
To compensate for this loss and to continue contributing to the family's well being, 
women began to work off the farm and entered the public sector of agriculture. With this 
shift from the farm to the industrial world, women have adapted a new style of living and 
being. This adaptation required them to acquire and extend the uses of the language of 
agriculture to non-agriculturists (Hassanein, 1999). Women, more than men in many cases, 
have sought to educate the public (grade schoolers, educators, and politicians) about the 
agricultural way of life and issues of agricultural production (Shortall, 1994; Tevis, 1995). 
Apart from their education efforts, women also had experience with small-scale production 
and sales (from gardens and small enterprises like eggs) (Hassanein, 1999; Sachs, 1996). 
Hassanein (1999) suggested that part of a woman's challenge is to learn how to talk the talk, 
while integrating her knowledge of small-scale agriculture practice. 
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Susan Long (1998) explained the importance of career vernaculars: 
... a discourse has power to set the conditions of human relations because ... it 
sets down rules. It is not simply a natural language or a science or 
philosophical position, but a whole process of social legitimization for how a 
language is used, who uses it, where and when. (p. 222) 
In the situation where the ratio is skewed-where there is a large majority and a small 
minority, or a few women in agricultural leadership-women may feel that using male 
discourse or methods are the only way to survive in the field (Long, 1998). This is a problem 
because men and women are said to communicate and see the world differently. To date, 
men have built structures and organizations that are "separate, dominating, and hierarchical" 
(Bern, 1993, p. 128) in both practice and discourse. However, because women tend to see 
the world as a series of interconnected relationships and events, they are more likely to build 
organizations or environments that are "connected, mutually empowering, and 
harmonious"(Bem, 1993, p. 128). Thus, male and female communication tendencies and 
ways of doing are not only different, but seem to be polar opposites .. 
Therefore, as I began my study, I was aware of the differences in perception and the 
possibility of problems that could result from the different ways that men and women 
communicate. I sincerely hoped that the women I met and studied would offer some answers 
to the following difficult questions (1) how to involve women in agriculture, and (2) how 
women go about becoming leaders. 
After I entered the field, I began to focus my studies on tokenism and the role and 
need women had for mentors. The following literature review is topically organized in the 
same order that I learned and/or discovered items relevant to this research. In each section I 
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provide a summary of what I learned that was necessary for me to couch this discussion of 
women and agricultural leadership. These understandings became clearer as I entered the 
field and gained real-world stories from the women. 
Leadership 
Before discussing the ways in which women lead, a definition is needed. Kouzes and 
Posner (1995) suggested that leadership is "the art of mobilizing others to want to struggle 
for shared aspirations" (p. 30). As partners, mothers, and wives, farm women have struggled 
with their partners and families, but they have not been recognized as the mobilizing force. 
Women have traditionally followed the leadership theory termed "servant leadership" 
as defined by Robert K. Greenleaf in his essay, "The Servant as Leader" (Vecchio, 1997). 
He stated that servant leadership " ... begins with the natural feeling that one wants to serve 
first. Then, conscious choice brings one to aspire to lead.... To make sure that other 
people's highest priority needs are being served" (Greenleaf, 1997, p.434). Women were 
leaders in their homes as they served the needs of their families and husbands. Through 
these caring relationships, trust was forged between the leader (mother) and the family 
(husband, children, and extended family members). An important point about trust is that it 
is only given to persons who seem to be competent, and have a "sustaining spirit that will 
support the [members] tenacious pursuit of the goal" (Greenleaf, 1997, p. 436). 
During the 1980's farm crisis, many women's sustaining spirit led their farm families 
out of bankruptcy and into new careers and ways of life, thus increasing the levels of trust 
given to them by their families. One way women were reported to lead (Kouzes & Posner, 
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1995; Miller & Neth, 1988) was through speaking out and taking a stand, which adheres to 
the transformative model of leadership. James MacGregor Bums (1978) defined this term as 
"an open, responsive-to-follower approach that focuses on values, mission, qualitative 
thinking, and shared power" (Miller & Neth, 1988, p. 359). 
The transformative leadership model seeks to explain how leaders act and interact in 
lead~rship situations. Transformative leaders focus their abilities on making personal 
connections with each follower, or community member. These connections lead to an 
optimization of the follower's skills, because the leader is committed to developing her/his 
follower's unseen or underdeveloped talents (Bass, 1997; Bums, 1978). Today women are 
using their charisma, passion, and voice to "inspire and excite their [communities] with the 
idea that they may be able to accomplish great things with extra effort" (Bass, 1997, p. 320; 
Hassanein, 1999). 
Miller and Neth (1988) reported that "rural women have demonstrated that they can 
be effective transformative leaders and that this leadership style is important to lasting 
institutions and social change ... " (p. 378). Yet one major stumbling block for rural women 
is the way they view leadership or power positions. "Rural women look at power as kind of 
nasty; we [rural women] are nurturing and compromising .[servant leaders]. But we have to 
learn to speak out, take a stand, and look at issues in a strategic way" (Miller & Neth, 1988, 
p. 378). 
Bennis ( 1989), a scholar of leadership philosophy, further explained that part of 
transformative leadership requires the leader to understand her/his "personal style, personal 
belief, .[and possess] a tremendous desire to make something happen; tenacity, and the ability 
to never give up, no matter how many people say no, are vital" (p. 133). Women, especially 
in the case of personal tragedy or loss, possess this "tremendous desire" (Kouzes & Posner, 
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1995); they are the caretakers of the family, and thus have an enormous interest in the quality 
of life that their families can or do have. 
B~cause leaders [should] guide, inspire, motivate, move, or transform others, leaders 
[especially women] need to understand their role, ambitions, and beliefs (Bennis, 1989; 
Gardner, 1990; Kouzes & Posner, 1995). I bracketed my words because I believe that 
women are viewed as unlikely leaders because of their sex; therefore women ideally must 
have considered and thought out their aspirations and reasons for wanting to lead. To gain 
entry into positions of leadership, women must be mentally prepared to learn the ropes of the 
organization and to follow-up their learning with determined efforts-sometimes multiple 
attempts-to gain those positions of leadership (interview with Political Maria and Activist 
Lindy, 9-11-00, 9-12-00). Because farm women are known for organizing communities into 
social support networks (Shortall, 1994; Wells & Tanner, 1994), they have served as the 
social leaders of their communities for many decades. However, as they shift from social· 
leaders to issues leaders, they must also understand that leadership at its most fundamental 
level, is "serious meddling in other people's lives" (De Pree, 1992, p. 7). By remaining true 
to their hearts and servant-leadership frame of mind, women can become transformative 
leaders in their communities and within the agricultural industry. 
Additionally, transformative leaders seek to raise all persons involved to a new level 
of being (Pielstick, 1998). Servant leadership also focuses the leader's attention on the 
constituents' needs and wants. While servant leadership can lead to transformative 
leadership, both models require great amounts of introspective time, personal commitment, 
strength of character, and a new view of leadership. Much of transformative leadership is 
based on the "web of high-quality relationships" (Pielstick, 1998, p. 23) that the leader 
develops between herself and her constituents. However, the leader is only able to weave 
21 
this web if she has a heightened sense of self-understanding (Pollard, 1996). Leaders who 
serve, connect, and lift others will provide hope and direction for their constituent bodies. 
Personal understanding of self is the foundation to these leadership models. Leaders 
must be able to inspire, motivate,_ and empower their followers (Bennis, 1989; Kouzes & 
Posner, 1995; Kreigel & Brandt, 1996). To do this, Kriegel and Brandt (1996) have 
suggested that leaders need to "Be yourselves. Find your own way of inspiring. The key to 
being an inspiring leader and model for others is to be the best you can be" (p. 251). This 
proclamation of "truth to self' holds with my hunch that women need to draw on their 
abilities and skills to attain leadership positions within agricultural organizations. To further 
understand the situation of women as agricultural leaders, I explored the possible effects of_ 
gender on leadership style, acceptability, and success. 
Gender and Leadership Style 
"Women's traits, behaviors, attitudes, and socialization are said to make them 
inappropriate or deficient as managers ... " (Morrison & Von Glinow, 1997, p. 524). This 
belief stems partly from the differences associated with gender traits. Before going on, it is 
important to explain that there is a difference between gender and sex. Gender is a social 
construction, and sex is a biological reality (Berdahl, 1996; Korac-Kakabadse & Korac-
Kakabadse, 1998). While the classification and distinction of gender is varied and multiple, 
the two general reference categories are masculine and feminine. To be masculine is to be 
task oriented and focused on getting the job done, whereas to be feminine is to be socially 
oriented and to be more concerned with group cohesion and cooperation_(Berdahl, 1996; 
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Eagly & Karau, 1991; Kolb, 1997). Although men and women's gender temperaments are 
said to be distinctly different, they are also presented in both research and popular writing as 
complementary (Bern, 1981; Gilligan, 1982). 
While gender role expectations can be traced to basic biological differences, there are 
deeper implications to these roles. The traditional supposition that men are agentic or 
"independent, masterful, assertive and competent" and that women are communal or 
"friendly, unselfish, concerned with others, and emotionally expressive" (Eagly & Karau, 
1991, p. 686) carry heavy implications when studying leadership (Hegstrom, 1992). Because 
leaders are conceived of as persons who are in charge of managing and leading people and/or 
groups (Berdahl, 1996; Rosener, 1995), being a leader has traditionally implied being male 
(Clark, Carafella, & Ingram, 1998; Kolb, 1997). Since agriculture in the United States has 
been considered men's work, these "great man" theories and expectations that leadership 
would come from men are particularly relevant (Burns,-1978; Sachs, 1996). 
Leadership tendency or success is not necessarily a function of sex but a function of 
gender (Hegstrom & Clark, 1992; Kolb, 1997). Hegstrom and Clark's (1992) study of 
undergraduate liberal arts students found that the higher the gender role identification score 
the "less likely the women were to assert themselves in leadership positions" (p. 218). In 
other words, the more the students identified with feminine traits, the less likely they were to 
be leaders (Hegstrom & Clark, 1992). Because men are more likely to speak up first and to 
be more assertive, they are typically thought of as the leader (Carli, 1991; Owen, 1986). 
However, women often fill secondary leadership roles in supporting group members and 
restoring morale (Berdahl, 1996; Eagly & Karau, 1991). 
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The differences between the genders and sexes may be seen as ideally 
complementary, but they are also the cause of much debate regarding the equality of men and 
women (Korac-Kakabadse _& Korac-Kakabadse, 1998). Because the debate is often based on 
research data, the data should be explained and viewed in context with the research setting. 
When considering the applicability of study results, the variables of research duration 
and group size are important (Eagly 8!, Karau, 1991). Eagly and Karau (1991) found that the 
tendencies of men to emerge as leaders over women was greater in (1) journal articles as 
compared to dissertations (more commonly long term studies) (2) in earlier studies, and (3) 
studies that used smaller groups (Eagly & Karau, 1991, p. 695). Regardless, many have 
concluded that when women act in identical ways to men in leadership positions, they are 
viewed more negatively by both men and women followers (Eagly & Karau, 1991; Hawkins, 
1995; Helgesen, 1990; Kolb, 1997; Schullery, 1998; Sinclair, 1998; Sturnick, 1999). 
While co-workers' views may be negative towards women leaders, women's 
perceptions of themselves in leadership positions are different from men's (Cooper & 
Henderson, 1989). 
Men and women tend to hold different attributions for their successes and 
failure. Many women tend to credit their successes to external factors like 
luck and being in the right place at the right time. Many men, in contrast, tend 
to credit successes to internal factors like being prepared and capable; they 
attribute their failures to external factors like fate, others not doing their part, 
or bad luck. (Komives, Lucas, & McMahon, 1998, p. 142) 
Hawkin's (1995) review of women's leadership emergence in groups led her to 
conclude that while women will become leaders, especially women demonstrating task-
oriented behaviors or expertise, they do so hesitantly. Owens (1986) also found that although 
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women feel a need to assume leadership positions, they are also faced with a paradox of 
leading and alienating group members. 
Many authors (Eagly & Karau, 1991; Helgesen, 1990; Howard-Hamilton & 
Ferguson, 1998; Korac-Kakabadse & Korac-Kakabadse, 1998; Loden, 1985; Sinclair, 1998; 
Sternweis & Wells, 1992) have offered the suggestion that leadership can be redefined to 
value women's ways ofleading. Women leaders view the world as a series of complex 
relationships (Loden, 1985) and make choices based on the effect that their decisions will 
have on others (Clark, Carafella, & Ingram, 1998; Kolb, 1997). Men, on the other hand, 
primarily make choices based on logic (Gilligan, 1982). Helgesen (1990) found that women 
view leadership as a web of relationships. This relates, in part, to the way they make 
decisions (Clark, Carafella, & Ingram, 1998). The basic premise of "web leadership" is that 
any tug or movement on any part of the web can be felt by all other components of the web. 
In addition, the women in Helgesen' s study viewed their leadership positions as being in the 
center of the web, rather than being on top of the organizational pyramid. With this 
metaphor of center comes a different view of leadership as being feeling and sharing, rather 
than the traditional model of one man on top, in charge, leading the way for all to follow 
(Helgesen, 1990; Romano, 1996; Rosener, 1990/1995). 
Rosener (1990; 1995) defined the different leadership styles further by stating that 
men traditionally follow a command-and-control style, whereas women use more interactive 
leadership. The tenets of command-and-control are (1) top-down decision making; (2) use of 
structural power; (3) focus on self-interest of followers; (4) control by reward for specific 
tasks; (5) stress on individual collaboration, and (6) emphasis on "rational decision making 
(p. 73). In contrast, interactive leadership is based on (1) shared decision making, (2) use of 
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personal power, (3) focus on achievement of organizational goals, (4) control by generating 
empowerment, (5) stress on shared power and information, and (6) emphasis on 
nontraditional forms of decision making (p. 73). The evolution of today's industry towards 
an emphasis on teamwork and interpersonal communication seem to be providing prime 
opportunities for women to develop and use their skills as leaders. 
Because the very concept of leadership is fluid and changing-based on the situation 
and the group's the abilities and characteristics--the leader also needs to be adaptable, 
(Gardner, 1990; Kouzes & Posner, 1995). With the expansion of the world's economy and 
the speed of change, leaders are called on to "be social initiators, anticipate problems and 
possible,solutions, build alliances, bring people together, and develop networks" (Bennis, 
1993, p. 98). This statement suggests a positive shift for women in the leadership paradigm 
and the ensuing requirements for leaders. Women's ways of leading may just be the style 
needed to compete or collaborate in this new millennium (Book, 1998). 
In summary, there are a wealth of different approaches, styles, and methods of 
leadership that men and women use. These may or may not be traced to gender, 
socialization, and expressed through metaphors of glass ceilings and brick walls. However, 
the essence of this discussion is best stated by Rosner (1995): "we should concentrate on 
appreciating the gender differences rather than arguing about their origins" (p. 65). Bennis 
(1993) echoed Rossener's suggestion when he stated that if we fail to embrace and uphold 
each other's uniqueness, our overall perspective will be "dangerously skewed" (p. 101). 
Therefore, as the agricultural industry becomes more balanced with the addition of women, 
understanding women's past and current place in agriculture is of import. The following 
review details my discoveries regarding women in agriculture and their history of leadership. 
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Women in Agricultural Leadership 
As I searched for literature regarding women in agriculture, I initially found 
publications dealing with women and government support programs. I was left with the 
impression that women in agriculture were viewed as recipients of the system and not as 
producers. While I'm not sure why this is the dominant picture presented in the literature, 
Perry and Ahearns (1994) and Wells and Tanner (1994) speculated that one reason could be 
because women have traditionally been in the shadows and at home when it came to 
agricultural life and decision making. 
In 1997 an Australian national research project entitled Missed Opportunities-
Harnessing the Potential of Women in Australian Agriculture was conducted to determine 
the "nature of women's contribution and the barriers to women's greater participation in the 
innovation, leadership and decision making within the agricultural ... management sector" 
(Brewster, 2000). The study also reported that women contribute: 
$4 billion annually to the market value of farm output, about $1.1 billion 
annually by way of off farm work (81 % of which is done by women), at least 
$.5 billion annually of essential voluntary (community) work, and about $8 
billion a year to the rural economy through unpaid housework. (Brewster, 
2000) 
Similarly, in the U.S. a 1994 study by Wayne State University found that 
Farm women are worth $27,500 to the farm .... They put in 68 hours per week 
of unpaid domestic work, 22 hours of farm chores and five hours of volunteer 
work ... off-farm jobs [account for] 30 hours a week ... they also often provide 
the health insurance coverage through their job benefits ... [Comparatively,] 
men are worth $23, 700. (Tevis, 1995, p. 17) 
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Although farm women are major contributors to the success of farming efforts, few serve 
at state or national levels of leadership (Wells & Tanner, 1994). 
Hassanein (1999) found that women farmers understood and had to cope with the 
"societal assumption that farmers are and should be men, not women .... it is not [women's] 
place to be farmers" (p. 133). This assumption, however, is misleading. As she continues 
Hassanein (1999) made the point that women have been involved in farming, one way or 
another, almost as long as farming has been a vocation. However because farming is 
considered a "male occupation" (Hassanein, 1999, p.135) women's farm contributions have 
been "obscured completely or considered secondary and supportive" (Hassanein, 1999; 
Sachs, 1983). This is changing, though, as women begin to step into public agricultural life 
and make their voices heard. While many women are still faced with challenges and 
personal doubt as to their place and role in the industry, some pioneers have began to make a 
place for themselves and their sisters in agriculture (Hassanein, 1999). 
One way women are making their voices heard is through networking together as 
women involved in or concerned about agricultural practices, especially food. A co-founder 
of the Women, Food, and Agriculture Network stated that the emergence of women in 
agricultural circles and organizations has resulted because 
... we [women] cannot tolerate food insecurity. As women we believe that 
food is a fundamental human right which we are obliged to ensure; it must not 
be trivialized simply as a source of income, a commodity, a weapon or an 
object for genetic. manipulation. Nutritionally sound and safe food is a 
necessity to life and production of food is a way of life. Food security implies 
access to sufficient, healthy, and culturally appropriate food at all times and 
for all peoples of the earth. (O'Brien, cited in Wells, 1998, p. 377) 
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Agricultural women are faced with additional struggles as they work toward food 
security. Stereotypic beliefs that women should remain in the home or on her farm are alive 
and well in agriculture (Hassanein, 1999; Wells & Tanner, 1994). Therefore, many women 
believe that when they venture out of the home or off the farm, they must work harder and 
longer than their male counterparts to succeed in male dominated industries (Baxter & 
Hoover, 1992; Hewitt, 1991; Owen, 1986; Sturnick, 1999). Although women have been 
involved in agricultural work, much of their work is volunteer and/or part of a male-female 
team effort (Hassanein, 1999; Perry & Ahearn, 1994). However, this is changing. The 
United States Department of Agriculture [USDA] National Agricultural Statistics Service 
(1999) reported a 12% increase in the number of women operating farms. The numbers rose 
from 145,156 in 1992 to 165,102 in 1997. 
Interestingly, when women are involved in management decisions or in off-farm 
employment, farm incomes for these farms are higher than farms where women are not 
involved (Perry & Ahearn, 1994, p. 24). Wells' (1998) report of women in agriculture stated 
that "women's involvement in agriculture, and the percentage of sales in agriculture by 
women, is the least of any sector" (Reilly, 1998, p. 6), leading to the conclusion that 
agriculture is one .of the most male dominated field in America. Perry and Ahearn ( 1994) 
suggested earlier that survey instruments used (in this case the census) may not be sensitive 
enough to account for the actual diversity of America's farmers. 
The exact number of women in production agriculture is difficult to surmise, and they 
are hypothesized to be both a result and a cause of women's invisibility in agriculture (Sachs, 
1996). However, the abilities and opportunities for farm women to take active roles in 
organizing and leading political movements during times of farm crisis are particularly high 
29 
(Miller & Neth, 1988). Miller and Neth (1988) found that it was during the farm crisis of the 
1980's that farm women stepped into the political and organizational arena because they 
were "sick of what's happening to their families and ... farms" (p. 375). Instead of depending 
on husbands and other men to voice their opinions and solutfons, women are now being seen 
as potential leaders of agricultural reform. 
These highly motivated farm women have turned the farm crisis into a 
learning and developmental opportunity ... they are making the transition from 
supportive and organization-building roles ... to a voice of their own. (Miller 
& Neth, 1988, p. 378) 
However, after all their years of leading at the community level, women are still rarely found 
in leadership positions at the national or even state level (Miller & Neth, 1988; Sachs, 1996). 
As women have left the farm to begin a public work life, a vital determinant of their 
success in public service and activity is the support of spouse and family (Sinclair, 1998; 
Veale & Gold, 1998). Because many agricultural women use their time away from the home 
in off-farm jobs, husbands or extended family members take on the role of child caregiver 
(Williams, 2000). Veale and Gold (1998) found that the most important factor for women 
trying to manage career and home responsibilities was the support of their significant other. 
In summary, the farm woman is not just any one person or descriptive word. She is 
not just a wife, partner, or farmer; but rather, she is a volunteer, a wife, a mother, a farm 
worker, a career woman sometimes because money is needed to supplement farm income. 
As a farm partner, manager, or wife she may fill the positions of commodity broker; 
accountant; conflict manager; trailblazer; agricultural literacy educator; a crop production, 
animal production and welfare, machinery, and chemical conversationalist; a politician; and 
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an environmentalist (Perry & Ahearn, 1994; Sachs, 1996; Sternweis & Wells, 1992; 
Williams, 2000). Women in agriculture are not only required to be multi-talented as they 
step into the public arena, they must also survive two major obstacles: tokenism and lack of 
guidance. 
Tokenism 
As women enter the field, they are oftentimes "token" or lone women in an all male 
workplace, especially at levels of senior management (Cooper & Henderson, 1989; 
Henderson & Cooper, 1987; Sturnick, 1999; Veale & Gold, 1998). This becomes more 
prevalent as women. rise to the top of their organizations. Ascension usually requires women 
to adopt and play by the men's rules (Rosener, 1990; Wells & Tanner, 1994). Adopting 
these rules may result in women adopting more masculine characteristics to out-maneuver or 
beat-out other women who are also trying to attain leadership positions (Kanter, 1977; 
Sinclair, 1998). 
Results of tokenism can be favored or "one of us" status within the group. But even 
with raised or acknowledged status, the token is not necessarily perceived as a true member 
of the group (Eagly & Karau, 1991; Kanter, 1977; Loden, 1985). A major fault of tokenism 
is that broad generalizations about the token woman are attributed to all other women 
workers or work candidates, in this case, by male managers (Kanter, 1977; Morrison & Von 
Glinow, 1997; Rosener, 1995; Sinclair, 1998). Morrison and Von Glinow (1997) further 
reported that the token's job performance could suffer because of the exaggerated attention to 
difference and her high visibility (p. 528). Cooper and Hendersen (1989) found that 
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tokenism takes its toll because women become token members of many organizations, not 
just a few. They become a token member on many committees, thereby requiring them to 
perform the day-to-day duties along with other responsibilities. Another challenging 
consequence of tokenism is the isolation and conflict that comes from being both an insider 
and an outsider within an organizational structure (Rosener, 1995). 
Being a token member of any organization is a difficult task. Yet somehow, some 
women in agriculture have used it to their advantage in some situations, and some are 
reaching top levels of leadership within various segments of the industry. 
Mentor Relationships 
Navigating through organizational and leadership structures is an art that must be 
learned in order to reach high levels of success. Therefore, mentoring relationships between 
someone who knows the ropes, can be particularly beneficial to junior members of an 
organization (Sitterly, 1988). Mentors introduce junior members to senior members, advise 
on career planning advice, and help them cope with new situations and job stresses (Collins, 
Gilbert, & Nycum, 1988). Mentoring is important for women because they are socialized to 
please people, and to create and maintain harmonious relationships. These tendencies are 
usually in conflict with the traditions of the American workplace (Collins, Gilbert, & Nycum, 
1988; White, Cox, & Cooper, 1992). Additionally, through mentoring, junior members often 
gain sponsorship and are made aware of career advancement opportunities (White, Cox, & 
Cooper, 1992). 
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Northcut (1991) found in her study of successful business women that almost half of 
her respondents mentioned mentors as the single most important factor in their success 
(Northcut, 1991). Women reported that mentors helped by bolstering her self-confidence and 
to laugh off stress (Northcut, 1991, p. 95). Thus, mentors are important not only for skill 
development, but also for moral support and encouragement. 
While mentors have been reported as important determinants of success, this is a 
problem for women in agriculture. Women seeking female mentors lack a sufficient pool 
from which to choose, so agricultural women must look to male mentors to fill the gap. 
White, Cox, and Cooper (1992) addressed this question in their research and found that male-
female mentor relationships might serve women better, because men hold more of the power 
base within most organizations. While this is good news to women entering the agricultural 
industry, it may also lead to isolation. Because women will be expected to work within the 
male work model, (White, Cox, & Cooper, 1992), they will be required to adapt the male 
model to their own situation and values. This results in women improvising their way into 
leadership (Asplund, 1988). 
Mentoring relationships not only present problems for females, but challenge male 
mentors as well. Men may open themselves up to conflict and speculation when they mentor 
a woman. Questions of fidelity to spouse (if there is a spouse), motivation (sexual, political), 
and understanding each other are all issues that must be addressed (Asplund, 1988). 
Whatever the obstacles, Thompson and Marley (1999) and Veale and Gold (1998) 
both found that the lack of a mentoring relationship was a substantial barrier for women who 
sought higher levels of leadership (Thompson & Marley, 1999). The difficulty of being a 
woman in a man's world, juggling career and personal life, and managing daily career 
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responsibilities all point to the need for some type of mentoring relationship for women who 
seek to rise to the top of their field. Kram and Hampton (1998) provided a word of caution 
regarding mentoring relationships. They argued that as power and competence levels o·f the 
mentor and the mentee reach the same level, the relationship between the two will change 
(Kram & Hampton, 1998). Kram and Hampton (1998) have suggested that especially in the 
case of female-male relationships, male mentors may become uncomfortable as women adopt 
the skills they have learned to fit their own female style. In addition, Kram and Hampton 
( 1998) have suggested that by adapting leadership styles, women in positions of leadership 
may cause considerable discomfort for men who are unaccustomed to women in positions of 
power (Kram & Hampton, 1998). 
While one-to-one mentoring relationships are the choice of some women, an 
alternative source of support and guidance can come from women's associations from 
women's networks. Networks provide "support, inspiration, and empowerment" (Hassanein, 
1997, p. 25_6) to their members. Women join to share stories of success and failure and to 
unite their voices toward common goals (Hassanein, 1997; Wells, 1998). Because women 
often feel as though they are the "odd ones" (Cooper & Henderson, 1989; Hewitt, 1991) in 
their profession, networks offer personal support. Although women find networking to be an 
important personal tool to use when moving ahead in their organizations, they state that 
professionally "there aren't many women far enough along to give support in my career" 
(Cooper & Henderson, 1989, p. 15). However, the very recognition of "sister women" in the 
same field or similar fields could lead to a mentoring network. 
Same-sex networking, however, was noted to cause many of the same problems as 
same-sex mentoring. Cooper and Hendersen (1989) found that while women felt they would 
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not have survived in their respective fields without networks, they were weary of the labels 
associated with some of the strong women who lead networks. Instead of joining the 
traditional networks, these women created their own group that fit their personal needs. 
Part of the importance of networking and mentoring is to gain support and guidance 
in negotiating barriers of entry common to most professions. One of the major entry barriers 
to the agricultural field is a working knowledge of the language of agriculture. From my 
research, I learned that this one aspect-speaking, understanding, and living agriculture-
was key to a women's success or failure in agricultural leadership . 
. Language of Agriculture 
· A group of people shares a unique language, one that are shared and agreed upon by 
members. Outsiders must either be taken into the group and tutored in the intricacies of the 
language, or they must patiently learn the language through trial and error. Agriculture is no 
different. Itis a culture of people who base their lives- through choice and the resulting 
consequences of the profession- on the turn of the seasons and the cycles of markets. The 
result of this culture is a language that is learned either in childhood as one grows and works 
on the farm, or as one marries or buys into agricultural life. Another way non-agriculturalists 
can learn the language is through formal education. 
Today, as agriculture relies increasingly on science and technology, and as global 
marketing and policy dominate, there is an expansion within the traditional "farming" 
community. Integration of non-farm/non-rural people into the agricultural sphere has 
occurred by education and experience with changes in the structure of agriculture ( e.g. 
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research of agricultural people, gardening, and study of agricultural practices). Therefore, 
these people can teach themselves and learn the agricultural language by non-
traditional/family means. However, while much can be learned from an observational 
viewpoint, true acceptance into the culture and command of the language and its nuances can 
only be gleaned from agricultural experiences (marketing crops, producing products, 
suffering weather-induced devastation, etc.). No matter the age or method by which one 
learns the language, acceptance into and leadership within the agricultural industry requires 
one to be a fluent speaker of agriculture. 
Conclusion 
Women in agriculture face many challenges when they enter the off-farm work force. 
However, traditional gender roles may be an asset in today's world of leadership, because 
some studies indicate that women may have to adopt more masculine traits to attain 
leadership positions within the agricultural industry. Whatever the cause, some women have 
reached leadership positions and are now token females in all-male agricultural 
organizations. 
Tokenism is yet another challenge that some women must face. To offset the 
isolating effects of tokenism, women use mentoring or networking relationships to learn how 
to succeed in the workforce. The lack of female mentors and networks may be a blessing in 
disguise as women are forced to work within a structure organized and dominated by males. 
There are two kinds of adaptations that women make. Some women adapt to fit within the 
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traditional structures. While others adapt structures to fit their own personalities and ways of 
working and leading. 
Part of their adaptation to and adoption of the male model is the formation and 
association with support structures such as networks or female mentors. Many women 
choose to tailor their support network to themselves rather than to follow prescribed norms, 
thereby making her network distinct to her situation. 
Because of these fore-mentioned factors, women are typically categorized as 
transformational leaders. Traditional roles as mother and wife have linked women with a 
more service minded leadership orientation. As they begin to step into public life, their . 
practical knowledge concerning community building and organizing and service to family 
members are reflected in their desires to better the quality of life for persons in their 
community and to develop structures to support women and families in agriculture. Thus, 
women seek to transform the system by organizing their communities into units of change. 
However, with all their organizing and effort, women still have a "hard row to hoe" 




Answering all the important questions and understanding people completely are 
insurmountable tasks (Bateson, 1980). Yet, it is the intent of some scholars to accomplish 
both. I claim to be no different than my contemporaries. I seek to answer questions, to 
understand people-specifically women, but I also seek to understand the contexts that are a 
part and products of these women's lives (Lincoln & Guba, 1985; Romano, 1996; Schwandt, 
1994). 
Although I am familiar with agriculture and I am a woman, I do not claim to 
understand any one else's experience but my own. Based on my desire to (1) understand 
women's perspectives and experiences, (2) observe the realities of their worlds, and (3) 
illuminate and share their stories with their voices as narrators, I chose to work inductively 
within the qualitative paradigm. 
Michael Patton (1990) has stated that inductive research involves the researcher's 
attempts to make sense of a situation without "imposing preexisting expectations on the 
phenomenon" (p. 44). Schwandt (1994) has explained that people's realities are based on 
their ability to engage in dialogue with each other, and on their relationships with each other. 
Lincoln and Guba (1985) suggested that the phenomena under study are only understandable 
when studied in the "natural" context (p. 189). 
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Recognizing the individuality of each woman's life and the necessity of studying her 
in context, I chose the qualitative paradigm to guide my process of research. Cresswell 
(1998) has suggested that "qualitative research is an inquiry process of understanding based 
on distinct methodological traditions of inquiry that explore a social or human problem" (p. 
15). In other words, through qualitative methods, I could get to the heart of what it means to 
be a leader from a woman's perspective. 
However, strict adherence to procedures are not required of quantitative researchers. 
While general guidelines and explanations of research procedures are appreciated and 
necessary, I found that I used a potpourri of qualitative techniques while conducting my 
research. The following labels, methods, and categories of discussion informed my decisions 
of how to study and analyze the women. However, these labels were not used as individual 
tools; but rather, to develop what I felt was the most appropriate methodology for studying 
women in agricultural leadership I blended them to suit my research purpose and objectives. 
Single Case Study 
One tenet of the qualitative paradigm is the study of the case. This allows for an in-
depth view of specific phenomena. Through purposive sampling techniques, cases are 
chosen for either representativeness of the norm, or for their deviation from it. In this study 
women were selected as representatives for both normative and deviant categories. They 
were representative of women in agricultural leadership positions, but because there are so 
few women leaders in agriculture, they could also be termed as extreme or negative cases 
39 
(Cresswell, 1998). Rita Irwin (1995) in her study of women as transformational leaders 
explained that cases studies about women leaders are particularly important because 
... they provide examples of what transformational leadership actually looks 
like, insights into the qualities of individuals who are transformational leader, 
an understanding of struggles to achieve empowerment, and finally vicarious 
experiences ... through stories or narratives. (p. 11) 
These women's insights can help educators, employers, co-workers, and policy makers 
understand how women become and remain leaders in agriculture. 
Allport (1937) continued this argument in his seminal psychological report on the 
study of human personalities. He stated that: "the topology-or various traits and levels of 
personality that each person possess-of the person in all its individual peculiarity must be 
understood before its true dynamic tendencies can be discerned" (p. 364). Because there are 
so few women leaders in agriculture, it is through the study of the case that we can begin to 
search for generalizations and trends. Allport further suggested that case studies provide a 
starting point for developing generalizations to the greater population. Although case studies 
provide foundations for larger studies, it is important to value each case as an unique 
opportunity to learn (Stake, 1995). While valuing each case as unique and individual, the 
case method of research also allows for a combination of context and phenomenon research 
(Yin, 1993, p. 31). 
. . . 
Stake (1995) further explained that the purpose of the case study is not necessarily to 
develop generalizations, but to learn about the case. After learning about the case, the reader 
can add this case to her/his understanding of the phenomena as a whole, leading to 
naturalistic generalization. These generalizations are "derived from the tacit knowledge of 
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how things are, why they are, how people feel about them and how these things are likely to 
be later. .. They guide actiori" (Stake, 1978, p. 6). Naturalistic generalizations can offer an 
insider's or, in this case, a woman's viewpoint into the agricultural leadership situation 
(Donmoyer, 1990). Therefore, it is the responsibility of the reader to learn from and apply 
the case(s) presented to her/his own understanding, experience and/or situation (Stake, 2000). 
Finally, the "utility of case research to practitioners and policy makers is in its extension of 
experience" (Donmoyer, 1990; Stake, 2000, p.449). 
The applicability or transferability of the case to other like situations depends directly 
on the case in question. Yin (1993) pointed out that the boundaries of the case-whether the 
person or the phenomena-are essential to determining the usability of the case presented. 
Therefore, researchers must first clearly define the case being studied, so that readers can 
decide how to evaluate and apply the cases. The women in this study were representative of 
the "exemplary case design ... [and] all of the cases will reflect strong, positive examples of 
the phenomenon of interest" (Yin, 1993, p. 12). 
However, the skeptical quantitatively inclined reader may continue to question the 
generalizability, or use, of these cases. To this question, Lincoln and Guba (1985) have 
suggested that the transferability (or validity) of generalizations depend on the "fittingness ... 
or the degree of congruence between [the] sending and receiving contexts" (p. 124). This 
study will be important to people in education if ( 1) their situation and this situation seem 
congruent, (2) they seek to understand women's experiences and perceptions of their place 
and role in agriculture, and (3) they seek to understand the case, or women's views, before 
developing instruments to determine their perceptions and place in the field (Donmoyer, 
1990). Having outlined the conditions of applicability of this study, I will first share the 
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models and methods I used to gather, analyze, and interpret data. After this explanation, I 
present a contextual grounding and explanation of my biases and conceptions of life. 
Following these explanations, I describe the results of my work: the generation of grounded 
theories regarding women in agricultural leadership. 
Method 
"To understand an expression, one must understand the context; and to understand the 
context, one must understand the individual expressions" (Smith & Heshusius, 1986, p. 5). 
To understand women's expressions of leadership in agriculture, I needed a flexible research 
design that would allow their voices to be heard (Fine, 1994). The research instrument also 
needed to be sensitive enough to interpret and analyze the various methods that the women 
used to create meaning and experience life. 
In qualitative research, the researcher is generally the only data collecting instrument 
(Cresswell, 1998). Therefore, to prepare myself for fieldwork, I drew from two fellow 
researchers' published works. I used components of Mintzberg's (1968) and Helgesen's 
(1990) studies on men and women managers/leaders styles to study and give voice to the 
women in my study. 
. These studies are modified versions of traditional qualitative practices. Through 
direct observation methods, both Mintzberg and Helgesen developed theories of how men 
and women manage or lead (Mintzberg used the term manage as a synonym for leadership). 
Remembering the arguments concerning women's constructions of their lives from other 
studies (Riger, 1992; Walters, Carter, Papp, & Silverstein, 1988), I realized the necessity of 
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studying them through both observation and interviewing. Because women's words and 
ideas are a function of their culture, and their culture is a result of the people within that 
culture (Walters, Carter, Papp, & Silverstein, 1988), I found that studying both their words 
(through interviews) and their actions and interactions (through observation) helped me gain 
a clearer picture of their reality. The diary method of observation, explained in .detail in the 
following pages, provided the basic structure that I adopted to address my research questions. 
Th~ diary method was created by Henry Mintzberg for his doctoral dissertation. This 
study provided structure and guidance to both Sally Helgesen and me. The following two 
sections detail the components I used from each of their studies. The third section is the 
report of the construction of my research methodology. 
Mintzberg's Study 
Henry Mintzberg (1968) produced a dissertation by using a diary method of research, 
is a form of ethnography. Mintzberg observed and recorded the actions and interactions of 
managers (e.g. how long they spent on the phone, how they handled mail, with whom they 
met in the halls, etc.). I used his method as my primary research model to determine 
women's roles in the agricultural industry. The main points that I used to develop my own 
method of researching leaders, were: ( 1) Mintz berg's rationale for studying manager's 
actions and words, (2) the responsibility of the researcher to learn about pertinent phenomena 
prior to field entry, (3) the importance of acknowledging and explaining bias in research 
accounts, and ( 4) his observations of his part in the research experience. 
Mintz berg ( 1968) explained that while there was no dearth of research on the nature 
of managerial work, there was no reporting of what managers actually did. 
43 
The manager's verbal statements about his style are after-the-fact 
generalizations that involve considerable rationalization. Often what he says 
about his style appears to be inconsistent with his day-to-day behavior. 
(McGregor cited in Mintzberg, 1968, p. 60) 
Not only did Mintzberg believe that what people say and what they do are oftentimes 
different, he used observational research methods instead of questionnaires because "to 
construct questionnaires, we [the researchers] had to know the salient dimensions of the 
situations we were studying" (Hodgson cited in Mintzberg, 1968, p. 64). To know the salient 
dimensions of phenomena is to assume a role of expert. Mintz berg felt that "expert" data or 
theories were exactly what was missing in the discussion of what managers do. Mintzberg 
further concluded from his search of the literature that there were enough hypotheses and 
theories about what exceptional or great managers should do, but there was little research 
concerning what great leaders actually did. Thus, Mintzberg' s study was based on an 
inductive approach, rather than the traditional deductive approach. Through the use of 
structured observations (the diary studies), he generated grounded theories regarding the 
management activities of male managers. 
Mintzberg pointed out that in preparing for fieldwork, researchers must develop a 
basic understanding of the phenomena she/he will be studying in order to notice or 
comprehend actions in the field (Mintzberg, 1968). Patton (1990) has also instructed 
researchers to learn what qualitative data look like, so the researcher will know what s/he 
observing. Understanding comes through research, personal reflection, and direct 
questioning of the respondents. While much can be done prior to entry into the field, there is 
much that is learned while in the field. 
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"The process by which the ethnography occurred must be clearly delineated, 
including accounts of the interactions among context, researcher, methods, settings, and 
actors" (Altheide & Johnson, 1994, p. 489). Mintzberg (1968) detailed his part in the 
research process by conceding that bias is a major obstacle to interpretive research of any 
kind. He felt that because all observations, perceptions, and interpretations are made by the 
same researcher, the effects of bias are considerably reduced. 
Two final points from Mintzberg that provided insight and warning to me were his 
discussions of the Hawthorne effect and the necessity of participant observationvs. non-
participant observation. Mintzberg shadowed men for one week. This length of observation 
contact was a major concert). as I developed my·own study. I considered a week's worth of 
observation to be intrusive. I paid particular attention to his explanation of what he did or did 
not do to lessen his intrusiveness. 
I have found the Hawthorne effect-increased productivity or activity due to 
participant's knowledge they are being studied-to be a major issue in qualitative research. 
Mintzberg found that participants worked harder to schedule and show him a variety of 
activities, so that he might more fully see all the aspects of their lives. This resulted in his 
conclusion that rather than hindering events, he was indeed the cause of many of them 
(Mintzberg, 1968, p. 98). 
Secondly, his statement that "I had to become part of the proceedings in order not to 
influence them" (Mintzberg, 1968, p. 99) was particularly important advice as I began to 
conceptualize my part in the informants' lives while researching them. Kleinmann ( 1991) 
added her opinion that the best research occurs when researchers are immersed in the setting 
or have become part of the group. 
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I did not realize the enormity of these statements when I began, but I learned through 
various experiences in the field that my agricultural background served in helping me 
understand the language and thoughts of the women. While I was able to look the part, 
meaning I was able to dress appropriately for the various events I attended or participated in, 
my research image (young woman with a pen and notebook in hand) marked me as someone 
different. I tried in most cases to listen and jot only on the corner of papers or to write after 
the event, but in some instances the data and conversations were so rich that I had to write 
what was being said as it happened. 
Because. the women introduced me as a student from Iowa State University, many 
people were curious about my studies. I would reply, "Agricultural education and 
leadership." That was generally enough information. In meetings, I found that my 
understanding of agricultural policy and issues helped me to comprehend what was going on, 
and why certain topics such as rural development were such hot topics. 
Coming from an agricultural background, I was confident of my abilities to 
understand the women's perspectives and language. I was sure that I could mold myself and 
enter into the activities of their lives. However, the similarity of situations led to other 
problems of which I was unaware. These will be discussed in greater detail in the reflexivity 
section. 
Helgesen's Study 
The next study that influenced my work was a book entitled The Female Advantage, 
that studied six women leaders. The author, Sally Helgesen, used Mintzberg's diary study 
method as a means by which to compare leadership styles of men and women. This book 
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was the primary inspiration for my study of women agricultural leaders. Helgesen used 
Mintz berg's work as a benchmark and a stepping stone. She also used Mintz berg's diary 
method of observation to study four women leaders' styles of leadership and their role as 
leaders. 
The importance of studying women, instead of measuring women against the male 
model or standard of leadership, is that "it helps us to understand how our world is evolving, 
what the world would be like as women come to have more and more impact on the public 
realm" (Helgesen, 1990, p. 7). To understand women and their way of leading, I used a 
detailed interactive method of observation so that details could be "concretely compared" to 
men's ways ofleading (Helgesen, 1990, p. 7). 
One major difference between Helgesen's and Mintzberg's studies was their reporting 
methods. Helgesen argued that to fully understand the participants (in her case, women), 
detail of their histories, personalities, and styles must be presented. 
You see and hear them as well as grasp the structures of their days. I felt I 
had to do this in order to capture not only the details but also the nuances of 
how they manage, since nuance is so often the key to style. (Helgesen, 1990, 
p. 17) 
These details also help the reader to develop a picture of these women's characteristics. This 
difference between the studies is of particular import when considering the believability and 
transferability of research. 
Helgesen's findings and conclusions served as a benchmark for my own conclusions 
drawn from women in agricultural leadership. I did not try to replicate her work or her 
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findings-to claim such would be inconsistent with interpretivist ideology-but rather, I used 
her women's stories as a means of comparison and a model of presentation. 
Corn's Study 
Drawing on the fore-mentioned studies and a host of other qualitative studies, I chose 
to interview and observe five women in five different branches of the agricultural industry. I 
felt that five distinct areas of the agricultural industry would prove to be an adequate cross 
section from which to view the industry as a whole. This followed Yin's (1993) suggestion 
that: 
... two or more cases should be included within the same study precisely 
because the investigator predicts that similar results (replications) will be 
found. If such replications are indeed found for several cases, you can have 
more confidence in the overall results. The development of consistent 
findings, over multiple cases ... can then be considered a very robust finding. 
(p. 34) 
The five women represented what I thought were five distinct areas of the agricultural 
industry: (a) academia, (b) politics and government, (c) production agriculture, (d) 
agricultural activism, and ( e) agricultural business. I later found that these women represent 
many areas of agriculture, and their histories are a composite of their various jobs, people 
they've worked with and for, and the experiences they have had as leaders. 
It is important to define why I labeled these areas as diverse. Van Maanen (1988) 
suggested that critical tales_ should report data from "groups ... selected with more care on the 
grounds of what they might reveal about larger issues" (p. 128). In studying these five 
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women, I hoped to reveal leadership possibilities, opportunities, and challenges within my 
conceptualization of the (production based) agricultural industry. 
I was raised on a row crop farm. Therefore, when I think of agriculture, I think of 
farmers. Because I was forced to go to college, I majored in agricultural education so I could 
teach the subject I loved. This explains why I included an academic, or a non-production 
based woman, in my study. 
My choice to include a politician in this study was based on my farming schema. I 
was raised with cursings of and prayers for governmental support and/or deregulation of 
trade policies or production programs. A business representative was included because in my 
schema she represents a large, diverse, and important support structure for farmers. By 
supplying inputs and selling commodities, she moves agricultural products through the 
market. 
My family has done business with Alice's place of employment for years. The 
statements I make about Alice's knowledge and approachability are from my personal 
experience and from stories shared between family members and other farmers in the area. 
Finally, my decision to include an activist came from my college education at Utah 
State University and Iowa State University. At these institutions, I have been introduced to 
many alternative forms of agricultural production. This interest, paired with a realization that 
agriculture is changing, led me to studying the "other" side of agriculture. 
After deciding on selection categories, I had to find women who fit these categories: 
Prior to field entry, I asked graduate committee members for names of women that would fit 
into the five selection categories. l trusted my committee members' judgements and 
recommendations, and realized that they had more connections with powerful women than I. 
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In all cases but one, the woman active in business, I had no connection with or 
foreknowledge of the research participants prior to their selection. 
After compiling a list of possibilities, I narrowed my selections. I evaluated each 
candidate based on her leadership status, her accessibility ( or proximity to where I lived), and 
the number of times her name was suggested. I also had a limited biographical sketch on 
each woman. These components assisted me with understanding what the women did in 
agriculture, and what their general personalities were like. 
After making my selections, I contacted the participants either by phone or in person. 
The phone presented challenges in that the academic and political women had gatekeepers 
(Hammersly & Atkinson, 1995}-secretaries, assistants, friends, or family members that 
didn't give messages or were convinced that the woman would be too busy for my research. 
These gatekeepers constructed barriers that presented an early, unanticipated setback to the 
study. 
A study that proposes to interview and observe powerful busy people presents many 
scheduling problems for the participants and the researcher (Hammersly & Atkinson, 1995). 
Therefore, my first obstacle was to maneuver around gatekeepers, and to gain access to the 
women I wished to study. Once I made contact with the respondents, I explained my 
intentions and expectations for studying them. The women quickly granted me access, and 
we arranged appointments to meet. 
The women I contacted in person were willing to participate, although they were 
taken aback by the idea that they would be the subject of a research study on women leaders 
(their initial surprise at being asked to participate in a study about women leaders, they being 
the leaders in question, will be discussed further in chapter 4). All women were provided an 
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explanatory letter (Appendix B) that detailed my expectations for their part in the study, 
procedures for interviews and observations, and guaranteed confidentiality. The letters also 
included a consent form (Appendix C), and a list of possible discussion topics. The 
permission forms were generally gathered at the first interview meetings although ( one of the 
women mailed her consent form to me). 
An internal review board approves all studies of human participant research at or 
through Iowa State University. The purpose for this board and review process is to insure the 
safety (emotional, physical, psychological) of all research participants. To gain approval of 
the board, I submitted their pre-constructed forms and also developed the letters found in the 
appendices. Prior to contacting participants, I gained the permission of the human subjects 
board on June 13, 2000 (Appendix D). 
The research process evolved such that the first contact with all of the women was an 
interview that detailed their family and career history. This allowed for the (1) establishing 
of rapport or trust between the participants and me (Glesne & Peshkin, 1992), (2) introducing 
the women to the research process; and (3) gaining of verbatim quotes ~rom each woman 
concerning the research topics complete with intonation, laughs, and pauses. Follow-up 
questioning and clarification was conducted in the next interview and during observational 
periods. As I transcribed and began analyzing the first set of interviews, I realized that the 
women were caught off guard with many of my questions. I knew they were caught off 
guard because of their responses such as "I've never thought of that before .... I don't 
know .... I guess I never thought of that as an issue .... I'm not sure." Therefore, before the 
next interviews, I prepared letters thatsummarized our first interview and introduced the 
women to the next set of topics. 
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In the Field 
In addition to interviews, I twice spent 3-5 hours observing each woman observing in 
her place of work. For some women in the study, this was at home with their families; with 
others it was. at their office. I reduced the amount of observation time from an entire day, the 
amount of time both Mintzberg and Helgesen spent observing, to a few hours. I did this 
because the interviews gave me the women's voices and conceptualizations of their life 
experiences, which was my primary intent. I used the diary method to supplement our 
conversations with observations of their actions and to provide me with an understanding of 
the context, in which they work and create their perceptions. My goal was to observe and 
study the representativeness of their perceptions with what they actually did in their 
leadership capacities. While longer observation periods would have gathered richer data, the 
carefully selected observational events provided clear and adequate data to supplement the 
details gleaned from interviews. 
As I neared the end of field research, I saw themes emerging from the women's 
interviews that were not included in my initial concept of women as leaders. However, as I 
repeatedly heard these themes, I incorporated questions regarding these issues into 
subsequent interviews. As I wrote, I began to make sense of what I was learning and hearing 
from the women. 
I transferred data from the interview transcripts to 3 x 5 notecards. Wolcott (1990b) 
suggested that researchers, especially novice researchers, use the cards so they can manually 
manipulate data into new categories and piles of analysis. This tactic worked particularly 
well for me. Each card had a different theme recorded as a heading, under the heading were 
various or single quotes- depending on the amount of detail given by the woman. 
52 
Additionally, an identifying marker and date of the interview or observation were included 
on the card (Wolcott, 1990b). 
"Checks" of my analysis and interpretations were made continually throughout the 
research and writing process. This was done through follow-up interviews as I asked the 
women about specifics of my analysis. I asked them if my interpretations were correct. On 
almost every instance they replied "Yes, I hadn't thought of that." In addition to member 
checking (Guba & Lincoln, 1989), I also debriefed with my peers through academic seminars 
and discussions about my research and interpretations. These conversations helped me to 
understand gaps in my own analysis and interpretations and helped me to vocalize my 
"findings." 
My supervising graduate committee often engaged me in conversations about what I 
was doing in my research. These conversations provided me with emotional guidance and 
support. My committee also proved to be invaluable by assisting me in making sense of the 
data and in formulating interpretations. In replicating this study, I would advise any 
researcher to secure a similar safety net of supporters. Because of the intricacies of research, 
the resulting emotional, moral, and ethical questions raised were only overcome by seeking 
counsel from outside voices belonging to persons not involved in the study (McNiff, Lomax, 
& Whitehead, 1996). 
Reflexivity Discussion 
This section has been one of the hardest to write truthfully. I have stewed and fretted 
over what belonged here and what did not. As I wrote and re-wrote this section, I have 
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continually found new secret places in my mind and life, places that I did not know existed 
and certainly never wanted to share with an audience. However, with these hesitations, I 
have committed myself to a truthful and candid account of my biases. The following account 
is both a scholarly explanation of research relationships and an introspective explanation of 
my relationship to this research. 
The reality of our social lives is the "result of conscious human intention," and 
therefore it is virtually impossible to separate the researched from the researcher (Smith & 
Heshusius, 1986, p. 5). Even though they seem inseparable, Fine (1994) referencing Harding 
(1987) and Haraway (1988) suggested that the "privileges, interests, biographies, fetishes, 
and investments of researchers typically remain subtext, buried, [and] protected" (p. 75). 
Part of understanding the research findings is to understand and know the context through 
which the research was conducted. Smith and Heshusius (1986) pointed out that "to 
understand an expression, one must understand the context; and to understand the context, 
one must understand the individual expressions" (p. 5). 
Munro (1995) suggested that truth, or what researchers working in a positivist 
framework might term facts, are seen in an interpretive framework as "partial, contested, 
intersubjective, and illusive" (p. 139). These multiple unions of perspective and the resulting 
responsibility of the researcher to capture it all require an explanation of or discussion about 
reflexivity. Reflexivity is the researchers' acceptance and explanation of their influence on 
the research, both as the data collection and that data analysis instrument (Altheide & 
Johnson, 1994). 
Punch (1994) further explained that most researchers' first experiences with 
fieldwork are during their dissertation and are comprised of "unstructured observation, deep 
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involvement in the setting, and a strong identification with the researched" (p. 84). While I 
acknowledge a deep involvement in the setting and identification with my research 
participants, this study is not my first or even second experience with interpretivist 
methodology. Throughout my graduate experience I have been conducting qualitative 
research studies; therefore, my knowledge level and understanding of the research tools are 
above the novice level. 
I write from the position explained by Joyce Tribilcot (as cited in Jensen, 1997): "I 
like working best. .. when I am making sense of my secrets. When I write out of memory 
and emotion, and make new connections among them, and connect them with concepts and 
values." It is through self-analysis.and making sense of my secrets that I begin to find truth 
about my motivations as· a researcher. From this truth, I. can begin to be honest about my 
intentions toward my research participants, audiences, and most importantly myself. This 
identification and reporting of "secrets" and biases begins to take the form of what Van 
Maanen (1988) terms the "confessional tale" (p.73). 
The confessional tale is a detailed weaving among the researcher, participants, and 
the research. The details of the weaving come through the active voice of the researcher in 
reporting the research. Van Maanen (1988) has suggested that "confessional writings ... are 
concerned primarily with how the fieldwork odyssey was accomplished by the researcher" 
(p. 75). This detailed description of my identity in the field, which continues throughout the 
remainder of the thesis, is in part a confessional tale; it is also a report of how women see the 
world. 
Identifying personal position in the field requires recognition and critical analysis of 
personal lenses or perspectives. This can be achieved through reflexive writing (Anderson & 
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Jack, 1991; Borland, 1991; McNiff, Lomax, & Whitehead, 1996). My reflexive writings 
have taken the shape of a journal. From this journal I was able to gauge my growth, 
reactions and feelings about the research, the respondents and their decisions, and my place 
in the field as an instrument and fellow woman (McNiff, Lomax, & Whitehead, 1996; 
Wolcott, 1990a). 
Position in the Field 
First and foremost I am an agricultural woman. As I explained in my introduction, I 
grew up working on a farm and have lived an agricultural life. Therefore, I have had to make 
the familiar (agricultural life) strange (Anderson & Jack, 1991). Not only have I transformed 
the familiar, I have also tried to shut my own philosophies and central beliefs into dark 
corners of my mind to contain my bias toward observations and interviews. In some cases, 
this bracketing of my thoughts and beliefs was an effort to not respond or comment on 
situations or statements that participants shared. 
I am the product of religious training that includes a traditional Biblical view of 
women as the caretakers and nurturers of the family. According to my upbringing, women's 
main responsibility is to have and care for children and the home. It is the husband's duty to 
work and be the main provider for the family. I endorse some of these ideas and hold them 
close to my heart. For example, I am a firm believer that women make the best caregivers, 
because of innate tendencies to nurture and care for others. Likewise, women's primary duty 
is to their children. Furthermore, I believe that family should come first. 
In accordance with this belief of family first, I strongly believe in the cooperative 
relationship between husband and wife. As I wrote this thesis I was also preparing to get 
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married; thus my mind was continually focused on the dynamics of relationships and the 
ways in which these women managed career, self, family, and spousal relationships. I was 
taught by my parents, grandparents and close family friends that spouses are best friends, 
partners, and lovers. My conceptualization of the marriage relationship is one of complete 
teamwork. As I explored the women's relationships with their spouses, I was delighted to 
learn that some of them were teams. Yet, some of the relationships did not appear to be 
based on an interdependence. This was very hard for me to mentally digest. Through many 
discussions about and drafts of this thesis, I worked to bracket my own bias and to open my 
mind to see why the women were doing what they were doing and how these situations or 
relationships worked for them. This was in part because I sought to learn from each woman, 
and because I believed that as a researcher I was getting a privileged and narrow view of the 
women's lives and thus who was I to judge? 
I am a firm believer in women's rights. There is nothing that a man does that I can't 
do. Besides basic physiological differences, I believe we are equal in ability. It is this 
juxtaposition of ideas about expectations and of gender roles that led me to this research. 
, 
Deep within my very soul, the struggle between traditional homemaker and "woman-world-
conqueror" compete. In some instances these lenses and perspectives made the research 
nearly unbearable. However, these tensions simultaneously helped me to further refine my 
own beliefs and character. 
My age, or lack thereof, has influenced my analysis. I conducted this study when I 
was 22 years old. I have not worked in the agricultural industry any more than being "second 
in command" as a farmhand on the family farm or as a student teacher or teacher's aid. 
Throughout these experiences, I feel as if I have been shielded by male "mentors" or 
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protectors, either my father or grandfather on the farm, my cooperating teacher in the 
classroom, or my major professor in collegiate settings. I have not had the experiences that 
many of these women have had. 
Nonetheless, I am a part of the rising generation of agriculturalists. I hope to benefit 
from the battles these women have fought. Additionally, because I have studied these 
women's lives, my own path of life has been changed. The reason I mention the age factor is 
that I am often amazed at the stories they tell me, not because of their audacity, but because 
of the courage I have seen in these women; I hold them as role models. 
Viewing them as such put me in a position of a humble learner, and not a powerful 
research master. This particular relationship became more and more apparent as the 
interviews became more personal. Glesne and Pesh.kin (1992) have suggested that 
researchers take on the role of "learner" (p. 80) instead of expert when interviewing. 
Additionally Glesne and Peshkin (1992) suggested that, 
... casting yourself as a learner correspondingly casts the respondent as a 
teacher. For many this is a flattering role that enhances the respondent's 
satisfaction with being interviewed ... when you are a learner you get taught. 
(p. 81) 
Not only did our relationship revolve around the teacher-student metaphor, but our 
relationship included a therapeutic component as well. Each woman, at one point or another 
in the research process, exclaimed that she felt like she had just gone to the psychologist, or 
that it was so easy to talk to me because I listened so well. From sharing hearty laughs about 
mista.kes from their past or humorous instances to crying with them as they recounted 
particularly poignant stories, our relationships took the form of apprentice-master. 
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Even with my claims of learning from these women, I am aware of the fact that much 
of the candor in research relationships is because I am a researcher. The women will not 
have to deal with me, or what I know about them, on a daily basis. Their names and 
identities are masked, so what they say will not be specifically linked to them. This study 
and my questions gave them the opportunity to share their stories and reflect on their lives. 
While this sometimes proved to be difficult and painful, it may also have been healing. As 
the women began to realize what they had experienced or accomplished in their lifetimes, 
they shared how proud they were of what they had done with their lives. 
Part of the apprentice-master relationship was my age and my interviewing technique. 
I did not ask all the questions that an older person might have; I did not feel it my right or 
privilege to ask (Hammersly & Atkinson, 1995). Likewise, I could ask naive questions 
honestly-I really didn't know the answer or the feelings I was asking about. I am not 
married. I have not experienced the battles of being a lone woman in a male dominated field. 
I have only been able to feel or hear these women's stories and victories about their 
experiences with these topics. 
As I have conceptualized, conducted, and created this thesis, I have learned and 
grown from a naive woman who did not understand that there was a difference between 
gender and sex to a woman who firmly believes in adhering to one's passions to achieve 
happiness, success, and personal growth. I believe it is the unique blend of gender-
however one constructs it. These individual blends will lead women to leadership positions 
in the agricultural arena if that is where their aspirations lie. In addition to hearing and 
analyzing data for gender issues I have been inspired and motivated by these storytellers. I 
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learned from their experience how to successfully remain true to my womanhood while being 
an agricultural leader. 
Data Analysis 
We can never be absolutely sure that we understand all the idiosyncratic 
cultural implications of anything, but the sensitive, intelligent fieldworker 
armed with a good theoretical orientation and good rapport over a long period 
of time is the best check we can make. (Kirk & Miller, 1986, p. 32) 
Triangulation, prolonged and repeated engagement in the field, representativeness, 
member checks, and peer debriefing (Lincoln & Guba, 1985; Woods & Trexler, 2000) have 
all been incorporated into my analysis and presentation of results. These member checks 
have been included in the form of footnotes into the text Farmer Kay wrote extensive notes 
and comments about my observations and interpretations. To share her dialogue and checks 
of my work, I have included them to help the reader understand her perspective and reaction 
to my analysis. I take this opportunity to note that while we differed on language and 
perspective, one primary limitation of research is that it is a snapshot of time. I did not seek 
for deep immersion in the field or these women's lives, rather I sought general understanding, 
thus her comments add depth to this work. 
Guba and Lincoln (1989) have suggested that triangulation, or the use of multiple 
data sources, helps to ensure against false reporting. In studying a case, varied data gathering 
methods afford greater opportunity for "thick descriptions" (Stake, 2000). To gain data rich 
with thick descriptions, I used multiple interviews and observations. These methods were 
used in adherence to Mintzberg's (1968) argument that prolonged engagement would reduce 
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the risk of false or inaccurate information. In selecting these women, I found that they were 
each diverse and common in their representativeness- "investigat[ion of] the widest range 
and diversity of events and people within a study" (Woods & Trexler, 2000). As discussed 
previously, while each woman was initially selected as representative of a distinct branch of 
agriculture, I found commonalties. 
Finally, an integral part of this study involved establishing my personal credibility as 
a researcher. To bolster credibility, I employed member checks where analysis is checked 
for accuracy by respondents, and peer debriefings where research is shared with 
knowledgeable peers and checked for "confirmability or believability" of my conclusions 
(Guba & Lincoln, 1989, p. 242). The following discussion details the process I used to 
insure the rigor of my research and serves as a major contributor of information and the bulk 
of my dependability audit (Guba & Lincoln, 1989, p. 243). 
After the first round of interviews was completed, I transcribed each tape. I waited 
until the first round was complete to insure that I was not prematurely coding respondents' 
statements during interviews. I wanted to remain open minded to their unique situations, 
rather than lumping them into pre-determined categories. 
Following the transcription, I developed concept maps of the information that I had 
gleaned from the interviews. I used these as aids as I prepared summary letters and as means 
to prepare for the next interviews (Strauss & Corbin, 1990). The summary letters first 
thanked the participants for "great" first interviews and for their hospitality and time. 
Second, the letters summarized the main topics we had discussed ( e.g. "You grew up on farm 
and worked with your father while your mother worked in town. This is where you gained 
your love of rural life and agriculture" (summary letter, 8-14-00). Third, the letters contained 
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follow-up information that also served as a remin~er for the next appointment and the 
activity we had agreed on. This was followed with another thank you and my signature. 
Interspersed between the two interviews were observation periods where I acted as a 
participant observer. I took the role of active participant, meaning I did what the respondents 
did, anything from attending meetings to canning corn with them. This came in part from 
trying to understand their situation, but also because I felt uncomfortable taking the sterile 
researcher role and wished to accommodate and keep my respondents in their normal routine 
as much as possible. 
After identifying themes, I turned back to Helgesen' s work and other studies of 
women (Hawk, 1995; Helgesen, 1990; Northcut, 1991; Romano, 1996) and compared our 
results. These comparisons helped me to process and interpret the agricultural component of 
this study. Data were coded based on repeated themes from the respondents (Wolcott, 
1990b). However, the resulting analysis, interpretations, and discussion of data are not a 
compare and contrast report; rather, I developed something more like grounded theory 
because the study of women as agricultural leaders is a relatively new concept and one that is 
not often found in previous scholarship. 
Grounded Theory 
Rather than starting with hypothesis and theories about what is expected in the study, 
grounded theory seeks to make sense of data as they arise and come to light during the 
research period (Strauss & Corbin, 1990). Patton (1990) explained that grounded theory is 
the result of data that are based on real-world patterns. Part of theory generation process is 
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the identification of general themes or similarities between cases under study. This provides 
the theoretical structure. Glaser and Strauss (1967) explained: 
.. .in contrasting grounded theory with logico-deductive theory and discussing 
and assessing their relative merits in ability to fit and work (predict, explain, 
and be relevant), we have taken the position that the adequacy of a theory for 
sociology today cannotbe divorced from the process by which it is generated. 
Thus one canon for judging the usefulness of a theory is how -it was 
generated-and we suggest that it is likely to be a better theory to the degree 
that it has been inductively developed from social research ... Generating a 
theory from data means that most hypotheses and concepts not only come 
from the data, but are systematically worked out in relation to the data during 
the course of the research. Generating a theory involves a process of 
research. (p. 5-6) 
Strauss and Corbin (1990) further explained the research process as a "systematic set 
of procedures" (p. 24). Following the systematic research procedure is another set of rules 
for coding the data. Cresswell (1998) explained that to develop grounded theory, the 
researcher follows a standard format of data analysis: 
1. Open coding: the researcher forms initial categories of information about the 
phenomenon being studied by segmenting information into categories. Within 
these categories are properties. 
2. Axial coding: investigator assembles the data in new ways after open coding. 
Coding paradigms or logic diagrams are used to identify central phenomenon 
(central category about the phenomenon), explore causal conditions (e.g., 
categories of conditions that influence the phenomenon) specify strategies (e.g., 
actions or interactions that result from the central phenomenon), identify the 
context and intervening conditions (e.g., narrow and broad conditions that 
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influence the strategies), and delineate the consequences (e.g., the outcomes of 
the strategies) for this phenomenon. 
3. Selective coding: the researcher identifies a "story line" and writes a story that 
integrates the categories in the axial coding model. m this phase, conditional 
propositions (or hypotheses) are typically presented. 
4. Conditional Matrix: may be developed to visually portray the social, historical, 
and economic conditions influencing the central phenomenon ([italics in 
original], p. 57) 
These procedures set the standard for developing grounded theories. I followed the basic 
grounded theory philosophy, but I did not adhere to the highly regimented procedures. I did 
so because I agreed with Patton (1990), who argued that because researchers are granted 
privileged status within communities, they are able to make 
... statements about which things appear to lead to other things, which parts of 
the program produce certain effects and how processes lead to outcomes are 
areas of speculation, interpretation, and hypothesizing ... when careful study 
of the data gives rise to ideas about causal linkages, there is no reason to deny 
evaluation users the benefit of those insights. (p. 422) 
The responsibility of researchers and evaluators, then, is to share their information 
with others. While I have developed new theories based on my observations and research, I 
found it important to review previous works and theories. 
Hammersly (1983) suggested that while researchers do in fact write about their data, 
what they write is informed by what they have read. While researchers must be cognizant 
about existing theories, Strauss and Corbin (1990) have suggested that researchers conduct 
their studies independent of a priori conditions. Therefore, researchers should be aware of 
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and draw on other theorists' work so far as they support the evolving grounded theory, but 
researchers should also rely on their data and concurrent analysis to make claims and 
recommendations to others. 
As with the u·se of Mintzberg's diary method, the use of the grounded theory method 
was modified. I selected a theoretical sample of women leaders and compared my case study 
of these women with other studies about women leaders (Helgesen, 1990; Romano, 1996; 
Rosener; 1990; Tevis, 1995). I also formed conclusions, recommendations, and implications 
from the women's narratives. The following two chapters are a compilation of the narratives. 
The worth of this study is in illuminating women's place in the agricultural industry, and 
offering insight to other women who hope to become leaders. The next chapter is a 
discussion of the data and the resulting theories. 
Conclusion 
Ultimately, the credibility _of my research lies in the reader's ability to understand 
then trust interpretations of these women. While it is my responsibility to share sufficiently 
vivid descriptions of the women, their words and their lives, the transferability of this study 
to other industries or other women again rests on the reader's interpretations. I studied the 
case of women leaders in agriculture. Case study methodology strives to observe and explain 
the fine peculiarities of the case. To do this I used the diary method approach developed by 
Mintzberg (1968). Referencing adaptations made by Helgesen (1990) to study women, my 
study involved interviews and shadowing participants to determine their conceptions of 
leadership and of women's place in agriculture. 
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To identify myself and to give context to my interpretations, I shared my biases and 
world view in a reflexive discussion. The salient aspects of my history are ( 1) a religious 
upbringing focused on gendered roles of men and women and (2) the notion that women can 
do anything men can do. From this, I have come to understand that while men and women 
are different, their differences are strengths. 
Following the discussion of reflexivity, I explained my method of analyzing the data. 
Drawing guidance from Wolcott ( 1990b) and the reactions I observed in the women as I 
interviewed them, I summarized the first interviews and then gave participants advance 
notice of the topics for the next interviews. Because I sought understanding, the forewarning 
given to the women was my attempt to (1) encourage them reflect on this experience as it 
pertained to their lives and (2) gain richer data. 
Data were collected and analyzed using a modified grounded theory approach. 
From interviews, interactions with, and observations of the participants, I developed theories. 




"It's imperative to be part of the system you are in, and to be knowledgeable. Now 
look outside your microcosm and see the broader picture. Learn from others" (interview, 9-
11-00). I am part of the agricultural system. Through education and life experiences I have 
becom~ knowledgeable. Now, it is my time to share the broader picture I have learned from 
these other women. Even though they were "amazed" (interview, 9-18-00) that I would want 
to hear their stories, I learned from each woman that being a leader is more than a given title. 
In this chapter, I selected, blended, and edited their stories to give the reader a picture 
of how these women became and functioned as leaders. To begin this discussion, I offer a 
definition of women's leadership. Anita Roddick, founder of the Body Shop, a multimillion-
dollar international cosmetics company and a respondent in Helgesen's (1990) study, 
explained that feminine leadership principles are: 
... principles of caring, making intuitive decisions, not getting hung up on 
hierarchy or all those dreadfully boring business-school management ideals, 
having a sense of work as being part of your life, not separate from it; putting 
your labor where your love is, being responsible to the world in how you use 
your profits .... (p. 5) 
Helgesen classified women's conceptions ofleadership differently than men's. This 
supposition was based on Mintzberg's (1968) findings that men separated their management 
lives from their personal lives. Helgesen explained this important distinction between men 
and women, 
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... women ... do not separate their personal selves from their workplace selves 
they do not split being a mother off from being a manager, being an executive 
from being a friend. They conceive of their identities as integrated and whole 
and draw strength from this integration, being always the same person even as 
they play the different roles that' put various aspects of their characters into 
relief. (p. 68) 
Thus, my first task in reporting data is to share the identities of the women. I will 
depart from their voices, and introduce them by summarizing my observations and the stories 
they shared with me. After this brief introduction, I will share their words and stories in an 
attempt to answer my primary question of how women leaders fit into the agricultural 
industry. In reporting the women's stories I have created descriptive labels for each 
woman's career. These labels will be used in addition to the pseudonyms used to protect 
their identities. 
To answer this question, l first share commonalities the women shared. This is 
followed with a discussion of how these women lead. I address the issues of (a) adaptations 
women make to become leaders, including changes within family roles and personal 
acceptance of men's ways of agriculture, and (b) career-related relationships, both on-the-job 
and at home. The final discussion of this chapter reports the advice these women shared with 
me. Each section will have a brief summary and conclusion section. In chapter 5, these 
conclusions will be further discussed, especially as they relate to education. 
Introductions 
Activist Lindy is a woman whose large heart overflows from her eyes. When talking 
with her, I almost felt a virtual hug, as her words and beliefs reached around and pulled me 
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in. Her words inspired me and made me feel better about myself. Lindy thinks as she talks. 
As she answered my questions, she also seemed to be traveling back through time, as if 
reliving the experience with the telling. 
I had the opportunity to interview her in her home. It was not perfectly organized or 
clean, but it was homey. It is a place where people can sit and talk about controversial issues 
or visit anq. share the day's events. Either is okay and welcome. It is decorated Native 
American themes. She shared with me her belief that her husband is a reincarnated Indian 
because of his deep connection with the earth. The artwork on the walls comes from a 
Native American political prisoner who sells his art to cover the costs of his medical bills 
while in prison. It seemed that while her house was welcoming, it was also deliberately 
decorated to make a statement about who the family is and what they believe. 
There was no TV in the main room; rather, there were couches and chairs and plenty 
of open floor space on which.to-sit. The main attractions of the room were bookcases and 
many open windows that gave free views of the large, beautiful yard full of flowers. Lindy 
explained that she uses gardening as an outlet for her time now that her kids are gone and 
she's not milking goats every day. As she pulled weeds, she composed speeches and 
clarified her position on the various issues she was dealing with at the time. 
She was sharing and loving, the kind of person I would call warm. The first thing she 
did when I got there was change from her sleeping clothes to her day clothes. I was a 
stranger; and while I was a little surprised, I figured if she was okay with it, so was I. She 
changed from her flannel pajama pants and a shirt to jean shorts. She didn't fuss with her 
hair or outfit; she just talked to me and explained what we would do that day, and then we 
went about her business. In our time together, her family and children were the focus of at 
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least 70% of the conversation. The other 30% of our time were spent discussing what she did 
and who she was. She emphasized that she leads and organizes people because she wants to 
help people and her children to have a better life. 
Farmer Kay wears her hair in a ponytail and was casually dressed for all our 
meetings. I felt as though she had an agenda for our interviews and was in control, even 
though I was the one asking the questions. This could have been a result of her extensive 
history of television interviews. As I entered her world, I felt like she was welcoming me in, 
yet had closed fists as if to make sure I saw what she thought I should. As we talked, she 
worked on her household chores, or we worked to get decorations finished for her office. I 
wondered if these chores weren't a wall that she was using to distance herself from me and 
my questions2. Her answers were sometimes given over a particularly vicious rub on the 
floor, or while walking into another room to throw something away. 
Her house was not spotless either, although she directed her children's "helping" 
efforts each time we talked. I got the impression that she was trying to manage it all herself. 
Her work space at home, her office desk, was piled with papers and forms and important bits 
of information that she just hadn't got to yet, or she had placed in that particular spot so she 
could find them later. In contrast, her desk at the office was uncluttered3• 
I observed that the office seemed to be a place of escape from home and her many 
phone calls and responsibilities. Perhaps the lack of a computer was because she didn't want 
2 Kay replied to this observational interpretation that she was not shielding herself in her work, saying: " No 
they [the chores] weren't. I have very little time to fit housework and cooking for six people and laundry into 
my day. Your instructions were to do what I do and you'd observe." 
3 "I hadn't moved into the office yet. We were just opening it." 
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to be bothered with anything more than her own thoughts 4. She stated that the office was her 
place to work on issues, and her home was the place where her time was devoted to her 
family. Kay took great pride in the fact that she had decorated the entire office for only 
$2000 dollars. The office showcased newspaper clippings and ideas that the staff were 
working on. 
Because I had a personal bias toward what I perceived to be her working instead of 
spending time with her family, I worked to overcome this bias by more closely evaluating my 
research notes. When I looked more closely, I found that I could also consider her to be a 
compassionate person. The homeless, mentally ill, and those people who are generally 
classified as invisible people in our society, are "her people" (interview 8-7-00). Like· 
"Wavin' Dave," who sits at the bus stop near her office during the days waving to traffic. He 
is a person that most people don't see or avoid, but Kay talks to him and asks how he's 
doing. She reaches out to people by knowing about their lives and what they are doing. Her 
conversations make people feel like they are part of her team, and that she needs them. 
Political Maria is a petite woman who makes up for her size with her punch. She 
dressed precisely for the occasion and changed in transit between meetings and 
appointments. Yet, even through costume changes, her eyes remain constant, showing inner 
fire. Maria's eyes are radiant and active as she followed conversations and people's 
movements around a.meeting room. She seemed to analyze the situation to measure up the 
"players" and to see how they were "playing." 
4 "My laptop computer was tucked inside a desk drawer. It was donated and wasn't programmed yet." 
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She was not one who is easily run over by other people and their opinions, although 
her pace was slow, as if to not hurry for anyone. Her presence, knowledge, and willingness 
to fight for her people carried a strong message to those who chose to battle her. Although 
Maria did not speak up in meetings, choosing rather "to wait for another day," (field note, 8-
10-00), her presence was commanding. She knows the political games and the agricultural 
stakes, and seemed to be comfortable in almost any setting. 
The staff in her office were mainly women, except for Mike, her assistant. While 
there seems to be a mutual respect between her and the women in the office, Maria was 
definitely on a different level. She was not unpleasant or mean, but she has had to fight to 
keep her ground in the turbulent political arena in which she was a major player. She 
expected a lot from all who work with and for her. Mike accompanied her to meetings and 
on trips and keeps her "real" schedule, unlike the secretary who sat outside Maria's door with 
a nameplate reading 'Secretary.' Mike and Maria were like-minded souls; who eat and 
breathe the competition and dog-eat doggedness of politics. While he was polished, she was 
tough yet fair (field notes, 8-12-00). 
She reminds me of John Wayne-a man who was down to earth and practical. In his 
movies he evaluated situations based on facts and instincts that had been sharpened through 
years of experience. In addition, he had a good heart, but was ever determined to triumph 
"good" over bad. Maria is much the same. 
In recounting political battles, she was open about the details and used the language 
of the field. Following a particularly partisan meeting, she said that the information given 
was "going in the garbage!" I laughed. On the way to this particular meeting, she discussed 
her outing with her granddaughter. I was struck by the contrast between her grandma 
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persona and that of a hard-nosed politician. She seemed to be both, and did it all in either 
role. 
In all of our meetings her personality was inviting and motivating to me. She moved 
me because she did what she believed; she didn't let naysayers stop her. Rather, she used 
their critical or negative attitudes to fuel her ambitions. As she has matured politically, she 
has found that even though the "good ol' boys" (interviews, 8-3-00, 9-12-00) didn't believe 
she could succeed in politics. They now think she is their advocate. She explained that this 
was just part of her game plan. Although she is not the good ol' boys' good ol' gal, they are 
partly who made her who she is, although they are not responsible for electing her to her 
current position. 
.• 
Academic Sarah presents herself as a lady. Dressed in slacks, formal shirts (not 
blouses) and blazers complete with a feminine hairstyle curled on the ends and held back in 
headbands or barrettes, she is not given to excess of style. In conversation she was much the 
same. She was reserved and thoughtful in her words and the stories she shared. She seemed 
leery of sounding negative, un-grateful, less than intelligent, or repetitive. I gathered through 
her stories and off tape comments that her position, especially at this time, is particularly 
challenging. While she manages to keep under-managers happy, she also feels their pain. 
Yet she is very dedicated to making the academic structure better. It seems almost as though 
she feels that she needs to be the one to make things better. She sees problems and goes after 
them, rationalizing, "that I can fix that, it can't get any worse" (interview, 8-15-00). 
Her office was decorated with a large wood table that occupied most of the room. 
When we met she sat at the table next to me. Behind the door, almost out of sight, is her 
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desk. It was cluttered with papers and notes and organizers, and her computer was almost 
out of sight because of the many items on the desk. Yet, the rest of the spacious room was 
uncluttered and free of personal decoration. 
As we talked, Sarah was very open yet after about fifteen minutes of conversation, 
she would say "I hope this isn't boring you," or "That was sure an intelligent comment." On 
the one hand, I felt that her confidence in her own opinion and feelings were lacking, but, on 
the other hand, I got the impression that she was a silent bear. She may not be the first to 
speak, but she definitely carries a lot of weight in the final decisions. In her administrative 
team she takes the responsibility in her administration team for organizing meetings by 
creating to-do lists in the form of agendas. 
She welcomed me into her world and encouraged my academic pursuits. I noticed in 
our conversations that she used my name, rather than just responding. She would say 
"Amanda, you have to understand .... " Her attention to details is very representative of the 
kind of multi-tasking leader and woman she is. Because she used my name in conversations, 
she drew me into her story and made me feel important. 
Agribusiness Alice is a big-hearted woman with long brown hair and baby blue eyes. 
Dressed in the company's sexless uniform, her hair distinctly marks her as a woman. She is 
larger than the average woman and has used her size in many jobs requiring heavy manual 
labor. Even though she is the lone woman worker at the chemical store, she is the manager. 
Her eyes are almost always twinkling as if she is laughing to herself, or as if sharing a private 
joke with the customer. Not terribly sure of herself, she is soft spoken and kind. When 
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discussing her role as a leader in the company, she beamed as she discussed her commitment 
to quality work and doing her job well. 
She proudly shared stories of keeping the stock room clean and tidy. However, when 
she recounted "the boy's" -fellow employees '-(interviews, 7-18-00, 9-18-00) lack of 
respect for their job and to the customers by failing to providing good service to customers, 
she displayed frustration. During our interviews, we talked in the back room of her place of 
business. She sat across the table from me, drinking a soda pop. Customers request her by 
name, saying amongst themselves, "Find Alice: she will help you," or, "she knows what 
she's doing." Self-described as a people pleaser, she is a woman who works hard to keep 
things in order and keep people happy, especially customers. 
She laughed as she recounted tales of bad employees or of the difficult human 
resources questions she dealt with on a daily basis. She shared that while working with "the 
boys" is like "babysitting," she would do anything not to work in the fields. Even though 
relations between employees have been rocky, she recounted with fondness the process of 
learning how to work and communicate with customers in the chemical business. 
Previously in her career, she used her physical strength as a work skill. From 
working in onion sheds and packing houses to hefting 60-80 lb. chemical containers in her 
current job, she used her muscles to get the job done. Yet strength is not only physical, but 
also mental. She views her job and its challenges as opportunities from which to learn. Her 
cheerfulness and eagerness to learn have made her knowledgeable and approachable. 
In this study all of the women are recognized with positions and titles. Some of the 
women even have large constituents, Alice is the exception. Why did I choose her as a 
leader? She is leading the way as a pioneer in the agricultural industry in the small rural 
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town she serves. Gardner (1990) has argued that leaders are not always at the head of large 
groups of people, but rather they often "influence people, ... and use their political skill to 
cope with conflicting requirements" (p. 4). He further suggested that while not all leaders are 
managers, all first class managers are leaders (Gardner, 1990). Alice not only influences and 
uses her political skills to deal with the men she works with, but she also serves as a role 
model for the women she services. Being the only woman in agricultural sales and services 
for miles around, she has won hearts and accounts because she is knowledgeable, helpful, 
and willing to serve customers. 
She does not stand on chairs demanding equality or rights for other women in 
agriculture; rather, she gains respect one customer at a time. She leads her crew by example 
and tries to teach and motivate them to be concerned about the customers. 
Leadership Labels 
Is Agribusiness Alice a strong fiery leader like Farmer Kay or Political Maria? No, 
but she is the backbone of her company. She leads by example, silent persuasion, and 
exemplary work performance. These components are keys to leadership as well. As I have 
stated throughout this thesis, these women are distinct individuals, but they were also chosen 
to represent women in agriculture. Thus, as they overlap and fail to fit into precise 
categories, I believe it is because: "they conceive of their identities as integrated and whole 
and draw strength from this integration, being always the same person even as they play the 
different roles that put various aspects of their characters into relief' (Helgesen, 1990, p. 68). 
I introduced these women the way I saw them. I believe that this affords the reader a 
better assessment of my weaving of their stories. I hope the reader now has a better 
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conceptualization of my perceptions of these women, their lives, and their stories. It is my 
hope that this shared understanding will help readers to better judge the credibility of this 
work. The following sections are organized so that the women's voices and stories are 
presented first. There is no specific order to the way the women are presented. In some 
sections I show similarities between the women; in.other sections I show differences between 
women. Following each section is a summary of the findings. Wolcott (1990b) explained 
that short summaries can provide a "running box score, for stating how things stood ... and 
reviewing information and insights newly added. Summaries should help everyone remain 
on target, reader and author alike" (p. 57). 
Commonalties amongst the Women 
Throughout the analysis I've been struck by the lack of boundaries, the commonalties 
among, and the distinctions between, each woman. As I stated in chapter one, I set out to 
study five women in five distinct areas of the agricultural industry. From the onset of this 
study, I pigeon holed each woman according to her status and current career standing. I 
naively assumed that they were only living in the present (Clandinin & Connelly, 2000). I 
failed to realize that they were products of many years of experience and living. These 
women had not magically been appointed leaders, but rather, had worked their way into 
leadership. I think this is due in part to my own egocentricity and youth. I learned while in 
the field that they were products of years of experiences and jobs. 
One of the unifying experiences that all the women shared was an identification with 
a rural way of life. Three of the Jive women had been "farmers," or persons directly 
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involved with the production of animals or crops for sale and consumer consumption. 
However, at the time of these interviews, none of the women classified themselves as 
"farmers." Even the woman I label Farmer Kay told me that she did not call herself a farmer 
• because she is not the farmer, her husband is. She told me she would be "hard spent to do 
what he does" (interview, 8-21-00). However, because she herself used the woman farmer 
label to gain access to leadership opportunities, and she had been classified by my committee 
members and in popular press articles as a farmer I leave her labeled as such. 
Four of the five women had been vicariously involved with agriculture in their youth, 
through grandparents and/or family members that owned farms. In their interviews, four of 
the five women specifically mentioned a love of agriculture as a way of life ·Agribusiness 
Alice never specifically mentioned a love of agriculture. 
Another shared characteristic of the women was their birth order. Four of the five 
women were the youngest children in their family, and their parents were middle aged when 
they were born. Because of their parents' older age, the women grew up hearing stories 
about agriculture or working on small hobby-like farms5 with their parents. 
Although the women mentioned their parents with tenderness, they did recount short 
stories of how little their mothers understand of what they do. However, the women have 
dealt with parents who sometimes criticized their work, or devalued it by asking "how men 
reacted to them" (interview with Sarah, 7-15-00), implying that men should be the bosses, 
not their daughter. With the opposition or misunderstanding of parents, the women have 
5 :Having been raised on an 800 acre farm anything under 100 acres seemed hobby-like, although I did not 
intend for that label to carry the frivolity that Kay seemed to interpret it as. She replied to this saying "I hope 
you aren't referring to my parents 80 acre farm. It WAS NOT a hobby farm. It was our main source of income. 
It was our savings, our equity, our assets. It was everything we had ... but we didn't have a lot." 
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chosen to either emulate their parents or conduct their lives in a totally different 
manner. 
Political Maria was the one exception to this parental questioning. She, like the other 
women shared fond memories of her early years, but explicitly pointed out how important 
her mother's example has been to her. Her mother was a single parent who raised her three 
children with " ... style and grace, yet never gave up, no matter the obstacle" (interview, 9-12-
00). This image and example has been a guiding light, and support to her throughout her life. 
All of the women were born and raised in the Midwest. From their adolescence, the 
women moved into the skilled labor workforce. Two of the women have degrees in 
medically-related fields, and one, the academic, holds an advanced degree in agriculture. 
All but one of the women married a farmer who was involved in production 
agriculture. Although the women classified themselves as directly involved with agriculture 
and agriculturalists, they have now moved on to careers that are not in production agriculture. 
Instead, they are active in politics, social causes, academic and organizational training and 
reform, and the agribusiness side of agriculture. 
One of the expected but still interesting comments I heard from each woman about 
her involvement in agricultural life was the way in which women are perceived. Activist 
Lindy explained the perception as a label. "Women get labeled a lot. I do. If a male would 
have said that, it would have been taken differently" (interview with Lindy, 9-11-00). 
Political Maria furthered this explanation with a warning: 
... be firm not shrill; don't give up, don't sway. Others will [be swayed] 
eventually, by [you] being prepared and knowing what you're talking about. 
It's the worst possible [situation for women] to open their mouths and not 
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have something substantial come out, or to get shrill. (interview with Maria, 
8-3-00) 
Academic Sarah reported similar feelings, stating that women need to be "appropriate 
not pushy" (interview with Sarah, 8-15-00). She further cautioned women that they need to 
be "careful not to be perceived as overbearing, pushy or bitchy. I think women can say the 
same thing as men say and·be perceived very differently" (interview with Sarah, 8-15-00). I 
noticed this difference of perceptions while attending a meeting with her. When she gave an 
idea or suggestion, the men responded that it wasn't an issue, or it was not appropriate. Yet 
a few minutes later when a male suggested almost the same thing, his idea was accepted and 
elaborated on (field notes, 8-22-00). 
Agribusiness Alice noted that she had to be careful with her actions and words as 
well. "I don't crack the whip, that's not my style .. .it would be like [to the guys], 'here she 
comes flyin' in on her broom again"' (interview, 7-18-00). However, Kay reported that in 
her career, she has used her position as a woman to use her voice and gain positions on 
governing boards. "I wouldn't have amounted to much in this world if I would have [been 
born male], nobody would care what I said if I were male" (interview, 8-7-00). Even though 
she has been a politically correct "token" on the boards, she has not hesitated to share her 
points of view and to make her voice heard. This has resulted in many people classifying her 
as a "kook" (interview, 8-7-00)6. While the labels are different, women reported that they 
had to be careful in maintaining their character and respect during interactions with men. 
6 Kay's comments are very similar to those of Activist Lindy who also explained that she was known as a 
wacko. Kay more fully explained her label saying, "The sin of being a kook comes from being a visionary ... 
able to see the big picture. Women make decisions based on the effect of it on future generations. Men make 
decisions baseq on money and the bottom line." 
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Even though I had selected each woman based on her agricultural position, I learned 
that each woman had shared a similar history of agricultural work and experiences. While 
each woman works today in distinctly different areas of agriculture, their experiences with 
the industry, agriculturalists, and leadership sounded much the same. 
Summary 
While the women share many similarities, the only factor that was constant among 
them all was their involvement with agriculturalists and-agriculture at a young age (before 
age 25). Both Academic Sarah and Agribusiness Alice had not been farmers, although Alice 
is married to a farmer and occasionally works with him on the farm. Sarah, on the other 
hand, worked as a private agricultural consultant but never worked as a farmer nor has been a 
farmer's wife. Thus, involvement with agriculture in some form is one common factor to 
these women. But the area of agriculture in which they were involved and their degree of 
involvement in any one area varied. 
Important to understanding how the women work and perceive their career-
relationships is the understanding of their conceptions of their work-self. The women 
reported weariness at of being labeled as "overbearing," and that they must be especially 
careful to know what they are taking about. However, while they must be cautious, one 
woman reported that she was given leadership opportunities because she was a woman. To 
further explore the women's individual conceptualizations, the following section addresses 
how these women have become leaders, and how they lead. 
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Women's Ways of Leading 
Rosener (1990/1995) and Helgesen (1990) typify women's leadership styles as web-
like or communal. They suggested that women lead through sharing power and decision 
making with constituents. I found that the women in this study reach out to their constituents 
to include them. The women in my study didn't report concerns of personal gain or methods 
of leading; in fact, many of them told me that they didn't think of themselves as leaders and 
that to them leadership was a non-issue to them, something they just do. In observing and 
talking with them, I noticed that they all paid particular attention to the needs of those they 
work with. They seek to listen, to include, to show, and to help others. I will now present a 
picture of how they reach out to others. 
Farmer Kay expressed that, to her, leadership is 'just doing what I do ... I don't see 
myself as a leader but I know I am cuz' when I don't show up, things run amuck ... " 
(interview with Kay, 8-7-00). However, when she is in leadership positions, she seeks to do 
"what is right, not just for me, but good for everybody" (interview 8-7-00). In a side 
conversation with her husband, he explained: "she just gets ahold of something and won't let 
it go until she gets her way" (interview, 8-7-00). While some might call this stubbornness, 
she defines it as a "passion or something that bums inside me" (interview, 8-7-00, 8-21-00). 
Although she is a mother, a wife, an activist, and involved in agriculture, she leads by 
including people in her circle. As I mentioned in her introduction, she reached out to the 
man at the bus stop. She did the same thing with many people, even me, as she moved from 
home to work and other places around town. Whether it was talking with a neighbor on the 
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phone or talking with strangers at a public meeting, she reached out to them and included 
them in her circle of action. While observing and ta1king with Kay, I also noticed that she 
would veer off onto topics such as the wrongness of biotechnology or the plight of third 
world countries economies. Her attention to and concern with all these different issues may 
be because she views life as "a big spider web. If we wiggle something over here, it jiggles 
over there" (interview, 8-21-00), or maybe because she realizes that when she is trying to 
change a system or to get votes, each person, no matter which class or station in life, still 
counts. Her leadership is not about power and status; rather, it is a responsibility that comes 
with her commitment to improving and preserving the agricultural way of life for her 
children 7. 
. . 
Agribusiness Alice leads by example and dedication to serving the customer. She 
classified herself saying: "I'm not any better. .. but the guys are lost when I'm not here, it irks 
me ... " (interview, 7-17-00). Being a Midwest transplant to the desert-agricultural west, she 
had to gain acceptance. The businesses in the rural town she moved into were leery of hiring 
an outsider. Through hard work (heavy manual labor in dirty conditions), long hours (about 
14 per day), and quality work performance (doing more than the average and paying 
attention to details like cleanliness of the work environment), she has worked her way up the 
managerial ladder. 
Her ascension to the top has been more than just the work. Many of her employees 
were unwilling and unaccustomed to working under a woman's direction. Although she is 
7 "If I didn't have the responsibilities ofmy kids, I'd commit to being a leader ... but for right now in my life, 
I'm needed as·amom. I betternot admit to being a leader ... I don't have time." 
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the boss, who sets the rules and procedures, she still has to work with and through the 
rebellious attitudes of many of her employees. To do this, she has developed a lead-by-
example philosophy. She developed this philosophy from past managers and bosses, and 
more importantly, from customers. She commented thatit is "frustrating to see the guys just 
standing there. They see our example and they still stand" (interview, 7-17-00). 
In her situation, she reaches out to the customer, making him or her feel thats/he are 
number one. Even though the guys are frustrating, she still refuses to "crack the whip" 
(interview, 7-17-00). Being a people-pleaser, she works hard to make sure that in her "web," 
her fellow employees are okay and that the work environment runs smoothly. In her leading, 
she calms the waters and in many instances sacrifices her own time and wants for a peaceful 
work environment and happy customers. 
Political Maria shared a similar commentary on the vulnerability of women leaders 
and men's perceptions of them. Elected to represent agriculturists, she used her knowledge 
of agricultural systems to fight for her voters. While in a powerful position, she is still a lone 
woman playing in a field of powerful men. She shared that her success has come from being 
"firm, not shrill, [and by not] giving up or swaying" (interview, 8-3-00). In her experience, 
she has found that "by being prepared and by knowing what you're talking about, people will 
sway ... the worst possible thing you can do [as a woman] is to open your mouth and not have 
something substantial come out or to get shrill" (interview, 8-3-00). She shared a recent 
experience that further illuminates these quotes: 
At a recent agricultural field day one of the guys that was there from a seed 
company turned around to me and said "Mrs. ___ , how long has it been 
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since you've been on a farm?" He never would have asked if I had been 
Mr. ___ . I smiled very sweetly and said, "Yesterday." He got the message. 
It's one of those things that is always there under the surface. (interview, 9-
12-00) 
The way she has attained her leadership position speaks of her determination and her 
diligence in overcoming the men in her field, "by gender I'm non-traditional, not by training. 
I've just got damn mad when they've told me I couldn't ... I have absolute dogged 
determination and I won't give up ... I won't quit!" (interview with Maria, 8-3-00). These 
qualities are winning the confidence of the men, because they now feel like she is theirs. She 
has also come to the point in her life and leadership career that she thinks it is time to 
minimize differences rather than emphasize them. She told me: 
I think it's time to get over it. It never ends, Amanda. For your purposes and 
your paper I will tell you that when I give a speech I try to minimalize it. I'm 
recognized as being the ag leader, someone who stands their ground for ag. 
(interview, 9-12-00) 
Although she has shifted to minimizing the influence of her sex, she agrees that her 
sex and her agricultural knowledge have been important in her leadership and power 
negotiations with men. She notes that these negotiations and experiences have shaped and 
molded her into the politician she is today. Because of the men's (a) expectations of her as a 
woman; (b) traditional agricultural ways; and ( c) her learning and working step for step with 
them in their traditional agricultural fields (cattle production, real-estate brokering, 
agricultural land and machinery appraisal, and now agricultural policy); she has shown them 
that she is a competent leader. 
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In recounting a recent experience dealing with the USDA and buy-out subsidy 
payments, she discussed how she was fighting for her state's money because other states 
were trying to get it. She detailed excitedly, proudly, and disgustedly of the other states' 
actions and her part in winning the money for her constituents. Yet her strength is not just 
from her elected power; rather, much of her strength is a result of working in the industry 
with agricultural people. Thus much of her power, or understanding, comes from the ways 
her leadership web was woven. 
She has worked as an agriculturist, she also worked with farmers whose businesses 
had failed during the farm crisis. During this same time she counseled those farmers and 
their families and worked with the courts for agricultural land settlements. This has given 
her first hand experience and knowledge of the woes of the agriculturists she now represents 
and serves. In fact, it was her feeling that someone needed to tell Congress what was really 
going on in agriculture that led her to the position she now holds, because she somehow 
became that someone to do the telling. 
Notably, her story of becoming the person to solve the problem is very characteristic 
of how she leads. "I've always been a leader or sought leadership roles. I've naturally 
gravitated toward leadership positions" (interview, 9-12-00). Interesting to note is that while 
she does conceptualize of herself as a leader, she also attributes much of her success to "the 
stars, [ which] have always lined up for [her]" (interview, 9-12-00). She follows this cosmic 
explanation admitting that she did bring "skills that get recognized, appreciated and used" 
(interview, 9-12-00). Yet, she follows this acquiescence with the statement that the 
leadership opportunities just "fell in my lap ... I took advantage of those opportunities as they 
presented themselves. Lots of people have skills I have, [they just] haven't been able to 
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capitalize on them" (interview, 9-12-00). Even though she is humble in describing her 
leadership skills, she remains deeply rooted in her agricultural background and in doing 
what's right. She shared with me that she 
... would never do anything that would disrupt the fabric of my family. And 
second, I'm not going to do anything I can't live with. It's not that important 
to me. I don't care because what is important to me is that I feel good about 
myself and my family. (interview, 9-12-00) 
Although she enjoys politics and playing its games, it is also her strong commitment 
to her fellow agriculturists that makes her leader. In an effort to reach out to them and make 
their lives better, she is also becoming what they feel is "their woman" (observation, 8-11:.. 
00). 
Academic Sarah reaches out to her constituents by listening to them. She likes to be 
proactive rather than reactive in her leadership. "I like to listen to concerns and problems 
then find solutions and work within the system" (interview, 8-3-00). One of her assignments 
was to prepare a press release concerning the community and state benefits of accepting a 
new chicken feed facility. Not a chicken expert, she called faculty members and asked for 
their personal and scholarly advice and opinions regarding this issue. While she admitted that 
she often feels less than confident in her position, she also explained that she has no fear of 
asking for help. 
I asked her what she would do if she found that one of her off-site campus programs 
had enrollment problems due to poor class offerings. She responded that if it were a 
personnel problem, she would call a meeting of the people at the off-campus site and would 
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apologize and talk with them. She also said that she would talk with the teacher and find out 
what was going on and what could be done to fix the problem. This approach of reaching out 
to the public, while part of her job to insure their continued business or satisfaction with her 
institution, is also representative of how she views her responsibilities as a leader. Her equal 
reach and concern with her employees and customers show the many levels or complexity of 
her web. 
Throughout our interview process, she proclaimed that she really didn't think she was 
a leader, although her position carried that title. She said that she really doesn't think about 
it. She works long hours to keep on top of her job. In addition, she pays close attention to 
and sometimes gets overwhelmed by, the details of her job (e.g., notes of congratulations to 
faculty that have retired, guest lecturers for conferences), but defers the power or the success 
to other people. She repeatedly told me that she was just extremely lucky, and that she had 
had the opportunity to work with extraordinary people. While Sarah did not perceive herself 
as a leader, she leads the decision making process in meetings, and leads her academic 
administration team by creating agendas for each meeting. Her attention to detail makes her 
a leader in many situations. 
Activist Lindy, on the other hand, leaves the details to others and instead creates 
visions of what people can become. Although she is noted for helping to create many 
agricultural organizations and movements, she realizes that it's "not everybody's cup of tea, I 
wasn't real comfortable ... but somebody had to do something"(interview, 8-15-00). Lindy 
explained that "I was a woman in agriculture and I was articulate ... people wanted me to 
speak up, and I had support at home so I could" (interview, 8-15-00). Even though she was 
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articulate, she still struggled with the leader label. When asked if she considered herself a 
leader, she replied: 
I do now and during the last five years, but before, I was m a learning 
apprenticeship. I didn't know how to articulate. I gained confidence from 
people. They make me go further. It took a while to work through; I didn't 
feel confident in my position. I deferred to males, yet in my gut I knew, but I 
wouldn't trust it. (interview, 8-16-00) 
In her public life, Lindy saw problems and kept asking questions about them. When 
she couldn't find answers or long lasting solutions, she created structures and organizations 
to help resolve the problems. At first she thought her pattern of creating organizations and 
moving on to other problems was a negative, but she's come to think that "maybe it's a 
skill ... I'm good at getting things off the ground, writing by-laws, setting up structures, and 
organizing meetings ... " (interview, 8-16-00). 
Her role as an organizer began with her making her voice heard through letters to the 
editor of local and state newspapers, calls to morning talk shows, and providing time and 
opinions for newspaper reporters. She is committed to improving both agricultural practices 
and way of life. While these beliefs seem as traditional as apple pie, many people through 
the years have classified her as a "wacko" (interview, 8-16-00); however today many call her 
a leader. Regardless of the label, she has become the passionate leader of a movement back 
to responsible stewardship of the land. With support from her family, personal dedication, 
and the ability to feel comfortable in group settings, she has "snowballed," or worked her 
way up the ladder or into the center of the web to become a leader. 
Lindy's leadership is very community-based. She refers to her organizations as 
communities, and her circles of friends as communities of like-minded people. The idea that 
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we are all a unified group living and sharing the earth and its resources shape many of her 
philosophies and actions as a leader. This basis is one of the major reasons she speaks out 
and creates new support systems for her neighbors in her community. The other reason is 
that as she worked with-in the existing agricultural support systems organized and run by 
men, she realized that the systems were not working. 
Instead of reforming a system that's not ever really worked for us, how about 
let's strike off and try some new things. This eventually led to creating 
networks of women, because it was too frustrating to work with men who 
were trying to reform a system I didn't think was reformable. (interview, 9-
11-00) 
Seeing problems that need solutions and seeking answers have fueled many of her 
leadership pursuits. She began asking "lots of questions of the guys about organizing, farm 
policy, and legislation. After a period of time, I gained confidence in what I was doing. [It 
was then that] I started finding doors shut to me" (interview, 9-11-00). When she began 
asking questions the men ~ere happy to teach her and used her as another set of helping 
hands. However, as she learned and gained confidence they were less receptive to her. She 
faced "real resistance from guys telling me I couldn't step into that leadership position" 
(interview, 9-11-00). Events like these left her feeling like she "had to circumvent them" 
(interview, 9-11-00). Thus she began "making myself available and making myself visible to 
show I was a worker" (interview, 9-11-00). She found that if people find out you will speak 
or you will help, they will ask you more and more (interview, 8-16-00). This is how she 
became a leader in traditional men's organizations and then branched out and created her 
own network amongst women. 
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Her leadership, as with the other women in this study, is a mix of reaching out and 
problem solving. She is distinct however, because she is one of two informants who 
classified herself as a leader. This could be in part due to their age. Both women, Lindy and 
Maria the politician, are mature women ( over 50) who classify themselves as leaders. In 
Lindy's case she has become more comfortable with the leadership title as she has matured 
(interview, 9-11-00). She continues, to refine on her leadership skills and has become more 
of an expert in activist issues. Today, rather than deferring to someone else, Lindy chooses 
to take on the challenge and responsibility of helping people to become better members of 
their communities and stewards of their lives. 
Summary 
The women reported that in most cases, what I called leadership was 'just doing what · 
they do." When I pointed out that they are considered leaders or have demonstrated leader-
like attributes, they were quick to point out that they have just been "lucky" or that the stars 
had lined up for them. 
In the case of the two women who were more mature in leadership experience, they 
now, call themselves leaders, but did not in the past. Activist Lindy suggested that as she 
matured and learned more about herself and the system, she realized that she was a leader 
and that she knew in her gut what should be done. Although the women shied away from the 
leadership title, they all shared a common passion about their career positions. 
Within their respective careers, they seek to develop and incorporate people into 
their webs, either through education, service, or emotional support. These women reach out 
to individuals and help them. In doing so, they become leaders to those whom they reach out 
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to, as they shift from the servant leadership model to the transformative model. By reaching 
out, the women increase their circle of leadership, thus strengthening their positions. 
Although the women generally did not recognize their own leadership, the discussion 
does not end here. However, their titles acknowledge and their peers do recognize them as 
such. Thus the next section explores the adaptations women have had to make to become 
leaders or to fulfill their leadership duties. 
Adaptations 
"For every action there is an equal and opposite reaction" (Stanbrough, 1998). Every 
woman in this study has had to make decisions and prioritize her life, so she could lead. 
Although the social world is not as neat and orderly as Newton's third law, the give and take 
described are relevant to this discussion. Compromises regarding family, money, time, and 
learning have been required of the women I studied. 
I learned that adaptations come in the form of evolutions, revolutions, and in some 
cases total metamorphosis between what the woman was and who the woman have become. 
In each instance, the woman rose to new heights of leadership. One of the first determinants 
of leadership opportunities is a concept I gleaned while interviewing Activist Lindy. She 
mentioned that prior to entry into the agricultural arena she .learned the "language of 
agriculture" from her husband and her father-in-law. 
I was struck by the idea of an agricultural language. Being a farm girl, I took for 
granted that there was a vernacular specific to agriculture; the talk, or language that 
·agriculturalists use, seemed like everyday, common sense, language. However, I decided 
92 
that I would ask each woman if there was indeed a language of agriculture. The women all 
responded that there is a language, and they had to learn it. The following section discusses 
the women's learning of the language and the personal give and take they made to become 
leaders. 
From day one on the farm, Political Maria has been "one of the guys ... I've 
overcome the good ol' boys in the senate because I've lived [the agricultural way of life] all 
my adult life. I'm as comfortable in a feedlot or sale pen as any man" (interview, 8-3-00). In 
addition to feedlots and sale pens, Maria spent many years as a farm land and machinery 
appraiser and as a cattle appraiser. She felt that she had always known the language. 
I grew up with it, although I didn't grow up on farms. My grandparents 
farmed and I was tomboy ... 1 was out with them ... I just know [the language]. 
I just absorbed it. I don't know if I learned it. (interview, 9-12-00) 
- Thus, the combination of being raised around agriculture and working throughout her adult 
life in the agricultural industry made the language of agriculture her native tongue. I asked 
her how it was for her to be a woman who had full command of this language. She 
responded, saying, "Some of it's a little salty. I try to watch it. Some people would tell you 
I don't always accomplish it. It's earthy, and it's hard to shift from that [agricultural] arena 
to this [political] one" (interview, 9-12-00). 
She further explained her rural/agricultural roots by sharing that while she was raised 
as a "town kid," she would "escape to someone's farm to take care of the animals or ride 
their liorses" (interview, 8-3-00). When she got married, her husband worked in town at a 
bank and she ran the farm. It was 
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... my farming operation, not his. That's hard for people to understand. He 
was there in a supporting role, but he got up every morning and put on a suit 
and necktie and went away for the day. I stayed and calved out, fed and 
vaccinated. (interview, 8-3-00) 
She was trained as a nurse, but as her family grew, she quit her hospital job and bought her 
mother's real-estate business. From there, she bought and sold farm land, began appraising, 
and eventually watched agriculture crash from the "go-go days" of the 1970' s. 
Being familiar with agricultural language and people, Maria began mediating farm 
bankruptcies and farm foreclosures between farmers and the courts. 
Through all these processes we decided we weren't doing a very good job 
looking at the future of ag.. .. I thought somebody better go to [the capitol] 
and tell people what is happening. Somehow that turned into me. (interview, 
8-3-00) 
As she began working towards the capitol, her family life also changed. She shared with me 
a family joke about her youngest son and politicking. 
My youngest son has always gone with me, knocked doors with me. It's a 
standing joke that normal people don't go knock doors on Saturday 
afternoons. He thought that's what everyone did. He always tells people that 
I'm the warm-up act for his career. (interview, 9-12-00) 
As her focus has shifted from her farm to helping other farmers, her adaptations have been 
more like evolutions. Evolutions are changes made in a particular direction (Webster, 1984), 
as Political Maria moved from job to job she was developing the repertoire necessary for 
political life. As we talked, it seemed that she was in the right place at the right time and was 
willing to learn new skills. Today, in her job as a politician, her "adaptations," her masterful 
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use of the agricultural language, her understanding of the people, and her history as a 
mediator and conflict resolution specialist all help her fight for the farmers in her state. 
Agribusiness Alice is at the beginning of the learning path. A younger woman who 
was set back in learning the local agricultural language (from the Midwest), is making her 
way through the vernacular maze. She has learned the language through trial and error and 
by watching fellow workers at the store. She also asks customers questions about what they 
need and why they would need that chemical for their specific problem. Additionally, her 
husband, a native farmer, has taught her the specifics of diagnosing pest problems and 
chemical application procedures. She recalled, "I adapted because when I came here I didn't 
know anything, I worked to [learn] and adapt" (interview, 9-18-00). 
Because of her willingness to learn, Alice has moved up the management ranks. This 
process has been personally arduous, too. 
It's hard being the only female that's made it up this high. I run into walls ... 
trying to get other women in. [The men in upper management tell her] "we 
got lucky with you, most women aren't hardware minded." ... In the Midwest 
there are women bosses but here they don't have it. (interview 7-17-00) · 
She has also adopted the philosophy that it's better to just 
... blow them off. If this was a real place, they would have some fear. Every 
place I've worked before had a fear of getting fired for what you did or said ... 
a lot of what happens you've just gotta turn a deaf ear because nothings gonna 
happen, if it's gone on for years. If it gets out of hand I say "cool it down." 
(interview, 9-18-00) 
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Whi~e her fellow employees give her a hard time, her female customers are surprised by her 
knowledge of agricultural products and services. To their amazement, she responds "it 
doesn't seem like a big deal" (interview, 7-17-00). 
For Alice, gender adaptations are daily events--from the requirement of acculturation 
for "the boys" she works with, and the customers who have learned to trust a woman to 
answer their questions and serve their chemical needs. She saw herself as a person who is 
breaking the stereotypical mold about women in agriculture. "Women haven't seen any 
women here, women are always in the office. It's hard to break molds, but [I think] women 
are better with customers" (interview, 9-18-00). Nonetheless, while she is breaking the 
molds she has also gained the respect of local agriculturalists through her honest advice and 
willingness to admit she doesn't know all the answers. She is dispelling rural agriculture 
stereotypes, one customer at a time. 
Farmer Kay is 110% committed to preserving the agricultural way of life. To insure 
her children's quality of life, she has worked to educate the public about agriculture. "I see 
both sides [city and farm perspectives] and I try to constantly educate people. $3.50--
what's that? Three bushels of com. People don't understand that..." (interview 8-21-00). 
Her approach to education has followed many different paths, from Farm Bureau programs to 
developing her own organization to educate people about rural issues. She has used her 
farm, her voice and pen, her teaching talents, and her agricultural knowledge to spread the 
message of rural quality of life. 
She notes that she began as an agricultural educator began when she took puppies into 
her daughter's kindergarten classroom. When three of the children didn't know what the 
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animals were, she .began to realize the "disconnect" between children and the world around 
them. This initiated a twelve-year farm literacy adoption partnership. She adopted. up to . 
21,000 fourth graders and sent them information about her farm and the agricultural way of 
life she lived. She reported that a fourth grade level of agricultural education is the one that 
most adults understand as well (interview, 8-7-00). She learned that people learned better if 
she "cut the five dollar words, I want them to be able to read it and not think too hard. Give 
it to them in story form so they can understand it" (observation, 8-21-00). As she explained 
agricultural processes to fourth graders, she also began to make sense of her own ideas and 
beliefs about agriculture. Part of her adoption process was to write monthly informational 
newsletters to the classes. These letters explained what was happening at the farm and why 
they were doing· those things. 
At first I was pro-farm, what we're doing is right ... but then I began to 
question ... (when you start out you don't know what you think). I need to 
verbalize a lot before I get through to what I think. I started with kids and 
learned with them. (interview, 8-7-00) 
Having been raised on a small·(less than 100 acres) diversified farm and then marrying into a 
large traditional (corn, soybeans, cattle) farming operation, her opinion on farming methods 
was split between the two ways of life. 
By writing.the students each month I was having to keep abreast of trends and 
current events affecting agriculture .... Yet, I wrestled with the Grandpa's farm 
type of agriculture that I was painting and the confinement operations that I 
knew produced the pork, eggs, and beef that these kids were actually eating. 
Should I tell them where their food really comes from? ... I felt lied to ... I 
suddenly became speculative. (presentation paper, 1999) 
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This speculation lead to a reformation of her ideas and beliefs. Having been raised in 
a home where her mother would remind her "you don't tell people that" (interview, 8-7-00), 
and in a time where "a good woman stays home and keeps her mouth shut" (interview, 8-7-
00), her foray into public life was bold. Her boldness came during the late 1980's and has 
continued through the 1990's. These two decades were time periods where affirmative 
action and political correctness were buzzwords for including others, or marginalized persons 
(e.g. woinen, people of color, minorities), into conversations. "Nobody would care what I 
said if I were male ... but everybody wants a female farmer ... it opens doors to their 
committee or panel or board" (interview, 8-7-00). 
Although called on to represent women farmers, she has adapted out of this role to 
become a female involved in promoting the rural way of life. With the shift from the farm to 
public life, her personal life as a mother has also changed8• 
My kids have two moms. The older kids had a stay-at-home, bring-cookies-
to-school mom, and the younger two have a public-arena mom. Now I don't 
show up at school unless I have to ... the two older ones miss it and expect it. 
I'm lucky the two younger ones don't know about it. (interview, 8-7-00) 
In her public life she speaks about quality of life and the need to teach the public about the 
beauty of agricultural life, yet one trade-off she has personally made is the amount of "mom-
time" her kids get. 
My kids' quality of life would have been improved if I would have done 
nothing and stayed at home and raised them. If I would have put all my 
energy into them. Sometimes they have to go to award banquets to see what 
their mom is doing is good, cuz' I steal a lot of time from them that they 
would've gotten. (interview, 8-21-00) 
8 As we talked about the change in her mothering role I had to work hard to bracket my own feelings and 
beliefs in the responsibility of mothers to be the primary care giver of their children. 
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But for her, the trade-off is improving the quality of life for other kids. "I hope that 
somebody can have a better living cuz' of something I do ... my kids aren't neglected, they 
just don't have the four-star mom that they used to have" (interview 8-21-00). Maria's 
adaptations were evolutionary, while Kay's were almost a complete metamorphosis. From 
ideal mom to "absentee parent" (interview with Kay, 8-21-00), and from un-questioning 
agriculturist to opinionated vocal activist. 
Another example of Farmer Kay's metamorphosis was her reaction to and 
explanation of how she is not a farmer. For the sake of this study she is labeled "farmer" 
because I met her under the title of a farmer, although she explains the difference in the two 
perceptions (my own and hers) I retain the right to label her as such. 
You will never hear me say I'm a farmer. I will say I farm with my husband. 
I would be hard spent to do what he does. I wouldn't have an idea of where to 
start. So I don't consider myself a farmer. (interview, 8-21-00) 
While she is not a farmer, she is a farm wife who struggled with the perceived role: 
"The farm wife is not a farm wife anymore. I barely keep my head above water just dealing 
' with paperwork, committees and the phone calls" (interview, 8-7-00). In a later conversation 
she told me that she's not sure what or who she is. But if she had to list the top three titles on 
her list she was "a mom, then a leader of rural land reclamation efforts, and finally just me .... 
Me, the person, I just get up everyday and do what I do, what I have to get done" (interview, 
8-21-00). In this day-to-day routine, she is continually changing or adapting her role as a 
mother, a farm wife, and an agricultural activist to fit her evolving views on what constitutes 
a high quality of life. 
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Activist Lindy took a different approach to talking about her roles as wife, mother, 
agriculturalist, and activist. From the beginning of her activist days, she and her husband 
were a team. They decided that she would be the speaker, and he would take care of the 
farm. This did not mean that she would be gone traveling and speaking while he took care of 
· the farm and raised the children alone. It meant that she would publicly represent and share 
their ideas, but together they would raise their three children and share the chores and 
responsibilities of their labor-intensive farm (goat dairy and organic vegetable farming). 
Rather than dividing her time between the farm and her public life, she melded the 
two. She took her children with her to meetings. She contended: "My youngest was my 
farm crisis baby. I would sit. in the back of meetings with her doodling on paper. To this day 
she has a real love of paper. I think that's my fault" (interview, 8-16-00). Many days were 
arranged around the milking schedule. "I would get up and milk, then leave for the capitol 
(about 2 hours away from her home). I would spend the day there, then drive home to help 
with evening milking ... it was tough, I had to be flexible ... the extended family members 
were exceptional helpers" (interview, 8-16-00). 
While she was off-farm, she was involved in lobbying legislators, speaking, and 
rallying farm support. This required her to speak the language of both politicians and 
agriculturists. She stated: 
In between the time of marriage and activism I was learning the language of 
farming ... [My husband] knew more about farming than I. I'm was more of a 
helper than a farmer, I learned from him how to run a tractor, plant, [how to 
use] machinery, [and] milk goats. It's a special language in the farming 
community ... to talk to people. I continue to learn it today. (interview, 8-17-
00) 
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Like Farmer Kay, Activist Lindy found that being a woman and a farmer and having 
the ability to articulate her thoughts resulted in people asking her to speak or represent them. 
Nonetheless, Lindy attributed her success to her family. ''The fact that I had support at home 
to do this ... My in-laws would take the kids ... my family unit supported me and made work 
[off-farm] possible" (interview, 8-16-00). Her husband never questioned her time away from 
home, because in the beginning they had decided together and continued to work together, 
throughout her ascension into formal traditional leadership (existing farming organizations) 
and her development of alternative forms of agricultural support networks (networks of 
women or sustainable agriculturalists). 
Although she reported that a supportive spouse has been a crucial to her success, 
Academic Sarah has dealt with.different issues. Leading agricultural efforts at a research 
based land-grant university poses many challenges. Much like Political Maria and 
Agribusiness Alice, she works in a traditional man's world. -While Activist Lindy and 
Farmer Kay have made their way off the farm because they are women, Sarah doesn't think 
of her sex as an issue: "I guess I'm oblivious ... it's a non-issue" (interview, 8-3-00). 
In her field, she is required to represent her university at many professional 
conferences and meetings. There are usually only one, two, or three other women at these 
functions. At receptions this imbalance is sometimes a little intimidating. However, she has 
learned to "get over it, walk up and introduce myself' (interview, 8-15-00). Sarah has never 
been an outgoing person, she now often finds herself in "odd situations" (interview, 8-15-00) 
when attending predominantly male social or academic functions. Yet in these situations 
where she is an active known participant, or at a meetings where she is to present 
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information, there are few feelings of social uneasiness. If she has a duty to perform or a job 
to do, she will do it. "If I have a role, it definitely makes it easier personally" (interview, 8-
15-00). Because social representation and interactions are "a part of the job," she has learned 
to "make sure you're happy and outgoing ... start conversations yourself, and decide you're 
not going.to be shy" (interview, 8-15-00). 
"Extraordinary luck and supportive co-workers" (interview, 8-3-00) have made her 
role as a token woman a "non-issue, that she never thinks about" (interview, 8-3-00). In 
public meetings, Sarah has found that over identification or socialization with other token 
women can prove detrimental. In her opinion, it is not good to eat every meal with the other 
women at the conference. "It's a kind of rule ... it scares men" (interview, 8-15-00). 
The discussion of following the rules brings us back to the issue of speaking or 
understanding the language of agriculturists. In her case, learning the acronyms and reports 
referred to in meetings and daily conversation was particularly important. Even though she 
was raised in a rural town in a post-farming family, she has learned that agriculture and its 
language are different from state to state. Thus, she chose to learn the language from the 
agriculturists with whom she has worked. In her Extension days, she worked with the 
farmers and her mentor George to learn the specific terminology. Today, in her leadership 
role, she works with her fellow administrators and calls on others in academia to answer her 
questions. In addition to speaking the language she has also developed her own construction 
of the rules of agriculture, namely her place in the structure. In meetings and professional 
contacts her report of keeping a part from the women, although craving their company, 
exemplifies her determination to play by the rules and hold o_nto her power. 
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Although she is highly successful, daily questions of competence are on her mind. 
She believes it is better to be "average in all things, instead of extraordinary in one and have 
no people skills" (interview, 8-15-00). When she doesn't know the answer or what to do 
with a day's problem, she calls other academics and asks for their expert opinion. 
In academe the focus is learning, teaching, and finding better ways of living and doing 
(research). Thus, true to the environment, Sarah seeks to learn from some, to teach others, 
and to find better ways of teaching, serving, and leading her constituents. 
Summary 
· Women have had to make three primary adaptations to become leaders. They have 
had to learn and become conversant in the language of agriculture and to create family 
relationships and structures that work for them. Spotless houses, traditional relationships, 
and homemade cookies have evolved into clean-enough homes, equitable relationships, and 
the involvement of their children in their public lives. The women also had to learn how to 
give-and-take. Sometimes this meant turning a deaf ear and other times it meant standing up 
for themselves and their beliefs. From these choices and experiences, the women created 
their selves, their lives, their families and their ways of leading. The result of this molding 
and creating are an approach to life that has become "a burning inside of me ... " (interview 
with Kay, 8-3-00) "that I won't give up" (interview with Maria, 9-12-00). 
In their own words, they advise other women to adapt by holding onto what is 
essential, and·giving up that which is not. In the words of Maria 
Set priorities and stick by em'! That's what I've really tried to do since I 
started this ... I'm not going to do anything that I can't live with. It's not that 
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important to me.... Keep priorities straight and in mind. (interview with 
Maria, 9-12-00) 
Career Relationships 
Important to this exploration of how women lead and how they achieve leadership is 
a discussion of their relationships. Although this section is entitled "Career-Related 
Relationships," I have included relationships with spouses, family, and mentors as well. I 
believe and learned from the women that career success and/or leadership would not be 
possible without family support. 
In this section I will first discuss the women's relationships in their work 
environments. Second, I will report on spouse and family relationships. And third, I will 
show how mentors or role models have assisted the women in becoming leaders. 
Academic Sarah is a hard worker who spends many hours listening to people, trying 
to find proactive solqtions to impending problems. As a college representative, she serves 
many different groups and carries much weight and responsibility in social settings and 
formal meetings. Since, her childhood, she has been listening to agricultural people talk 
about their lives, experiences, and problems. In her current position, she manages her career 
relationships by listening and solving problems. 
Early positive associations with agriculture, recounted through stories of farm life and 
visits to her cousin's farms, led her to an agriculturally based major and minor in college. 
After graduating, she took a position as an Integrated Pest Management (IPM) Extension 
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Agent in the Midwest. She denies that her reputation as a hard worker began there, she 
established the reputation by default. She stated 
I was young and single with nothing to do, for instance on the holidays. So 
Memorial Day came around. I thought 'today might as well go out and get 
going on our work related to cut worms.' It just so happened that it was a 
terrible year for black cutworms. Every field I went to had bad problems with 
cut worms. So here I would be out in the field, and then I would stop back at 
the farmhouse, and most everybody was having a holiday picnic or something. 
And I would say "You better go look yourself, and you better do something. 
You're over the threshold treatment load and you know this is my 
recommendation." And I think everyone was so stunned that I was working 
on holiday, which is so funny, and so many of them commented then to the 
director of extension that Sarah was out there working and telling us about our 
cut worm problems. And it's not that I was such a great worker. It was that I 
was bored and I didn't want to spend the day by myself .... One of the 
farmer's wives wc1.s head of the state 4-H council at a program. She gave a 
speech talking about how great Extension would be as long as people like 
___ were willing to go out. .. wasn't really reflective of how dedicated I 
was. But it's in my personal file to this day. (interview, 8-3-00) 
Even more than her reputation, her mentor George taught her "how to work for 
Extension, how to work with producers, and how to find answers to questions. He was a 
:friend as well. He was wonderful.. He helped me to prepare talks" (interview 8-3-00). 
Throughout her academic career, mentors guided and challenged her. Although she 
attributes much of her success to luck and mentors, she explained that some people are just in 
the right place at the right time, and that friends and contemporaries have not been so lucky 
and have not been as successful. 
During her graduate educational experience, she began her habit of hard work and 
long hours. Although many tears were shed, and questions were asked about the fairness of 
her major professor's expectations for her to work all the time. It was there that she learned 
her limits. This habit of working long hours and long weeks has limited her life outside of 
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work, but it has also taken her to the top of her field. A5 we discussed her rise to the top, I 
searched for stories and insights into her career-related relationships. Although most 
Extension experiences were categorized as "great opportunities and learning experiences 
with people who were happy to have her help" (interview? 8-3-00), she did share an incident 
where her sex was an issue. She stated: 
I had the weirdest experience with a farmer. I went out with a fellow 
extension agent and the farmer says 'I don't want no woman looking at my 
alfalfa.' I had worked in extension for two years, so this was totally weird. 
The agent that was with me ignored him and walked out to the field. The 
whole way, the farmer was grumbling. I told him there was no problem 
because a parasite had attacked the aphid. From then on every time that 
farmer saw me he was like my best friend .... (interview, 8-3-00) 
This story seemed to be the exception to her experiences in the agricultural world. 
She explained that in her experience, if she is "honest and tells people what she 
knows, they (agriculturalists and constituents) give her a chance" (interview, 8-3-00). 
Although professional contacts are surprised at her sex when they meet her for the first time, 
she doesn't feel that "there's much fall out from it, I guess I'm oblivious. I just don't worry 
about it too much" (interview, 8-15-00). She did mention golf as one barrier to women in 
fields dominated by men. While we talked, I kept pro bing for recent situations or any 
situation in her career where she felt there were barriers to her. The only solid answer she 
gave me was that "men play golf and I don't" (interview, 8-15-00). She did not feel, though, 
that her inability to golf had hindered her experiences or opportunities to network or meet 
people. 
The administrative leadership team she works with has changed faces and philosophy 
in the last few years. She detailed how "weird and amazing" (interview, 8-3-00) it is to have 
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a boss that comes in the morning and shakes her hand and says good morning. Her boss 
supports her decisions and is empathetic to her problems. This Iiew team environment is 
more comforting because they work as a team supporting each other's decisions and actions. 
In the administrative team, she has become the organizer. She has taken it on herself to 
prepare agendas for each group .meeting and to make sure that the team keeps focused on 
current and future goals and sfrategies. 
As we talked, images of revolving circles came to mind: a circle that contained all of 
her daily business; another circle that held issues to be addressed in three months, another 
circle for six months down the road, and yet another circle concerning the upcoming year. 
She told me that while she can see all the circles moving through time, she finds it difficult to 
keep them in balance and properly attended to. While she tries to be proactive, the sheer 
amount of responsibilities requires reactivity to crisis situations. From the female on top, to 
the woman in the trenches, the differences between Sarah and Alice are striking and 
disgusting. I use the word disgusting because the harassment that Alice puts up with and is 
subjected to frustrated and angered me as I heard her tell her story. I had a hard time 
stomaching the fact that in this the second millennium she is being treated as a second-rate 
person and seems powerless, other than quitting her job, to stop the insults that she puts up 
with. 
Easygoing in temperament, Agribusiness Alice describes her relationships as 
"always wanting to please others more than self ... I will work through [my] break to keep 
things running smooth and to keep everybody happy" (interview, 7-17-00). Even though she 
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works hard to create and maintain a peaceful work environment, her management 
relationship with "the boys" has taken some getting used to for both. 
They didn't like women having authority over them, it was a war when I 
asked them to do something, ... he [a worker] would say: "ain't no bleep bleep 
women going to tell me what to do!" ... I never had to be over people like that 
before. (interview, 7-17-00) 
The obvious lack of respect for her as a women and as their manager has been a very 
frustrating and thought provoking component of this study. Especially because I know from 
personal experience as a customer and many years of great service from her, that she is a 
dependable agribusiness woman. 
As we talked about the "employee problems" she replied that "It's hard for some of 
he boys to say I'm their manager"(interview, 7-17-00). Because she has little protocol to 
follow, and no training to guide her, she is unsure about how to handle these disrespectful 
employees and situations. 
Returning to the discussion of how the situation with the disrespecting "boy" was 
handled, I asked her if she fired him. She replied "there is no protocol or book to file a 
complaint. I didn't know ifl could fire him ... I'm not sure if I'll get back-up ... I'd do one 
thing, and then turn around and it's smoothed out" (interview, 7-17-00). Her upper 
management tells her "you've gotta get tough on them" to which she thinks "there's gotta be 
someone standing behind me that he fears, too" (interview, 9-18-00). 
However, the power or gender struggles are not limited to "the boys." When she was 
promoted to management, she was not immediately made a full manager; rather her position 
was split between her and another man. The company later explained that they "didn't want 
108 
to offend him by giving it to me" (interview, 7-17-00). Although there are sometimes battles 
between her and the guys, she remains dedicated to doing her best to serve the needs of the 
customers. 
Activist Lindy is also dedicated to serving the needs of people. Although she is not 
involved with customers in a traditional sense, people call on her for organizational skills. 
Sometimes called a "wacko" and other times a leader, she stated that people just don't know 
her. She presented herself to me as a leader who believes in the power of communities and 
democracy. As she moved from her beginnings in a 1960' s hippie commune to speaking on 
the United Nations floor as a representative of the world's farmers, Lindy has covered a lot 
of agricultural ground. 
"When you get in public and speak out, people call you and say I have this 
problem ... "(interview 8-16-00). Privately called on to be a problem solver, she has felt alone 
publicly. "People on the street would come up and whisper to me, "You're doing a good 
job." But they won't come out with you" (interview, 8-16-00). Even though people silently 
support her, she believes that to guard against a repeat of the farm crisis of the 1980' s, people 
need to publicly band together and develop into communities of support. As we talked, she 
recounted horrific stories of small-town massacres and suicides among farmers during that 
crisis time. She passionately exclaimed that the "farm economy was not a result of bad 
farmers!" (interview, 8-16-00). 
Her personal response to the crisis was to make herself available to work on the 
problems and issues that farm families were facing. She and like minded people developed 
hotlines, set-up counseling and legal advice networks, and lobbied Congress for financial 
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relief. "It does take a village ... a community sense is what we are losing in society. It's 
critical to recapture" (interview, 8-16-00). This sense of village and community was 
developed as a result of witnessing the isolation that farmers felt in the 1980's. Lindy 
realized that to be part of the problem solving and/or changing of the agricultural 
environment, she would need to help create unified communities of support to strengthen the 
rural and agricultural way of life. However, as she became more confident in her 
community, she started "finding doors shut to me" (interview, 9-11-00). Thus, while the 80s 
were a time of great learning, what she had learned were not women's ways of leading, but 
men's. She lamented 
... through the 80s I learned I was organizing the media and not the people. I 
became really angry. So in the early 90s I was back at training, learning basic 
organizing techniques. I kept coming up against the good ol' boys who didn't 
want to open their circle of power. (interview, 9-11-00) 
Although the "good ol' boys" would not let her in their circle, she found ways around 
their barriers. She learned that the even though the good ol' boys weren't welcoming, they 
were honest with her about their feelings for her. Lindy has found that her greatest 
challenges are the me,n~ho speak progressive rhetoric, but practice traditional stereotyping. 
After working within the men's organizational structures, Lindy realized that she could 
create her own organizations and structures her way. Today she works out of her home 
surrounded by people she cares ·about; people that are the center of her community, her 
family. 
From working together to playing together, Lindy's family is a unified body. While I 
canned corn with her and her assistant Sarai, I noticed the family environment. Questions 
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and stories about my family, their families, and how we were all different and the same were 
main topics of discussion. But it was not just polite conversation; rather, Lindy included me 
into her community for that morning. From instructing and comparing notes on how to can 
corn to feeding me lunch, I felt very much like a contributing member of that family. 
Her relationship with Sarai was one of teacher and learner. Because of the simple 
give-and-take of ideas and philosophies, they worked together in planning conferences and 
day-to-day events. Sarai does not address Lindy with a formal title, rather they address each 
other only by first name. In conversations, this equality seemed to translate into the easy. way 
that Sarai shared her ideas or opinions with Lindy without reservation or hesitation on any 
topic of discussion. 
Sarai politely excused herself to another room for the majority of my interview with 
Lindy, but she also asked me questions about the process and gave me her insights on women 
in leadership and agriculture. Lindy monitored this from a distance, offering her insights and 
experience as well. It was beautiful hodgepodge of ideas and experiences of women who 
passionately believe in the future of agriculture ( observation, 8-16-00). 
Political Maria is a kindred spirit to Lindy and me when it came to passionately 
believing in the future of agriculture. Like Alice, Maria dealt with "the good ol' boys" on a 
daily basis. I asked if she ever got sick of playing the games of politics. She told me, "I 
enjoy politics. I'm thick skinned and I like maneuvering" (field notes, 8-11-00). Yet, in the 
midst of all this maneuvering, I wondered how she was able to retain friendships and 
cooperative attitudes among parties, especially because she is a democrat in a conservative 
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state. She just replied that she "can disagree with people professionally over issues and still 
work with them as long as [they] have a common goal" (observation, 8-11-00). 
I was able to observe this in a very partisan meeting that I attended with her. While 
she smiled at the speaker and nodded at his report, I found later that his entire presentation 
upset her because of her impression of his small-minded ideas and his overstated solutions to 
problems (field notes, 8-11-00). Yet, even in meetings with people of completely different 
ideologies, she knows that in order to achieve success in attaining their common goals, it is 
important to be invited to and involved in constituent meetings. 
At her right hand is her assistant Mike. He accompanies her to meetings and 
conferences and runs interference for her. Mike is not only her "personal assistant" in 
scheduling meetings, but he also acts as her representative in meetings. I observed them as 
they worked a room at a meeting. From my field notes about attending a meeting with two 
of them: 
As they enter the room, they are both met by people offering their hands. 
After the initial entrance, Mariah and Mike part company and work the room 
as they interact with people. They make an efficient and skilled team. 
( observation, 8-11-00) 
Unique to my field observations was the opportunity to shadow Maria as she worked 
with two different male aids. In the second observation I noted 
... her second aid called her "Boss." Although in jest at times, he did not 
address her without the boss title. She teased him about his inability to find 
the way back to the car, but under her jokes there was not the confidence or 
relationship that exists between her and Mike. (field notes, 9-7-00) 
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As I waited to see her in the office, I realized that I had to go through three people to 
get to her. From signing a guest book to asking the front secretary to telephone her office, 
she was shielded by others. After her secretary "okayed" my visit, an escort would come to 
escort me from the front of the office to the back. While each person does his or her part, it 
is only Mike with whom I observed that she has a give-and-take relationship. 
I struggle to give a name to their relationship, it could be labeled trusting each other; 
or respecting each other's expertise, but the following description is more accurate than my 
single word labels. 
He drove us to the meeting with both hands on the wheel. She put her arm on 
the upper cushions of the seat, like a mother teaching her son how to drive. 
She gave him the keys but the arm on the seat seemed to say, "Slow down and 
be careful." (field notes, 8-11-00) 
While her relationship with Mike seemed relaxed and two-way her relationship with 
the second aid seemed more restrained and authoritative. This difference led me to 
understand that Mike was more than an employee but also a friend, or a student. I was led to 
this conclusion after observing the following interaction between her and a second aid. 
Returning from a different meeting with the second aid, her hands were in her 
lap and the conversation was teasing but not as relaxed as with Mike. While 
we traveled with Mike, I felt free to ask questions that came to mind, both 
about policy and about her feelings and opinions (field notes, 8-11-00). With 
the second aid, conversation was more surface; I didn't feel comfortable 
asking her questions about her feelings on the meeting or the people she had 
talked to. Instead I asked her about her stand on policy and other "safe 
issues." As we had walked to the car, I asked her about her health and recent 
travels, and she gravitated toward me as if a best friend who was coming to 
tell me a secret. The aid walked slightly in front of us, almost out of earshot. 
(field notes, 9-7-00) 
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To me, during our private interviews and our public appearances at meetings, she was 
congenial. She introduced me as "a Masters student from Iowa State who is following me 
around" (field notes, 9-7-00). This introduction explained my.presence. In these social 
settings, women approached her to talk and men shook her hand and said hello. While Sarah 
felt that there is an unspoken rule about spending too much time with the women, Maria 
doesn't care about the rules; she plays by her own. "She whispers to her neighbor during 
meetings, sits by the women and talks with them, and doesn't give an inch on issues she 
thinks are important, like youth education about agriculture" (field notes, 9-7-00). In the 
beginning of her political career gender was a concern to the agricultural men she 
represented. However, when they "saw what I was going to do, the gender thing was erased" 
(interview, 8-3-00) 
In this day of equality and tricky questions concerning etiquette, the question of who 
opens the door is very telling as to the power structure of relationships. In all my walks with 
Maria, when we approached a door, I stepped back to show her respect by allowing her to 
enter first. I had read as a youth that presidents of the United States always were supposed to 
enter the room first, not their wives. Subconsciously I thought, "She's the powerful person 
who knows the people in this meeting, or where the car is, so she should go first" (field 
notes, 8-11-00; 9-7-00). However, while Mike and the aid also knew the people and the 
location of the car, they too backed off and let her open the doors and push the elevator 
buttons. This was not because· she arrived first, but because in all situations Maria is the 
person in control. This control transcends her everyday actions and is applied to her desire to 
do her best for the future of agriculture. 
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Similar to Maria is Farmer Kay. They are both strong and capable. They juggle 
farm life, family life, and public life. Although Kay's older children seem adjusted to her 
rapid shifts, her younger children cling to her when she is with them (observation, 8-7-00). 
The reader might question the applicability of children and family relationships in a section 
titled career relationships. Kay's life holds many jobs-taxi driver for her children, 
community volunteer, decorator of the new office-but her career is her family and her 
commitment to halting urban sprawl. 
At home she does her "mom thing," (interview, 8-7-00) explaining and directing her 
children's chores and social lives, cleaning the kitchen, doing the laundry, and directing her 
husband as to where the children are going and when they need to be picked up. At the 
office she appears relaxed. Instead of directing the action at the office, she offers suggestions 
and comments on topics being discussed. In her relationship with the co-chair, she acts as a 
personal advisor, reminding him of where he needs to be, what he needs to take with him to 
the activity, and what he needs to do while there. 
On the home front, she plays the part of person in charge, at the office she works in as 
part of a cooperative team. In conversations with her husband about her involvement "at the 
office," he simply stated to me that "when she gets a hold of something, she just doesn't let it 
go" (field notes, 8-7-00). In a later, section I will further elaborate on their relationship. But 
in this section, I will explain how her division of duties and responsibilities has changed 
throughout the years. 
Once a self-proclaimed "four star mom," today she relies on her children and husband 
to pick up the slack and take care of themselves. One of the reasons her family has become 
more self-reliant is because she is busy working away from home. 
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The office, while a physical place, also represented a personal freedom. The 
opportunity to be with "like minded people who share my philosophy ... I can let back a 
little ... I'm more busy, but it's nice to know someone else feels the way you do ... it's a good 
piece of news" (interview, 8-7-00). At the office she and Ethan, her co-chair and 
philosophical soul mate work to reform land-use policy, develop advertising campaigns and 
brainstorm and discuss other issues related to their battle against urban sprawl. 
Ethan is a veteran politician when it comes to combating urban sprawl, promoting 
environmental responsibility, and seeks to improve the human condition through his position. 
However he is agriculturally illiterate, he and Kay have formed a reciprocal partnership 
where he teaches her politics and she teaches him agriculture. Kay describes Ethan as a 
teacher who nurtures students into peer status; he is a kind person with a knack for seeing 
what life can ge. Their career relationship is an intricate and harmonious combination of her 
organizational skills and understanding of the agricultural way of life, and his political skills 
at maneuvering and envisioning future possibilities. Together they envision ways to halt 
urban sprawl and improve the way land is used and the quality of life for their children. 
The lines of the relationship where work and personal life separated were hard to 
determine. From discussing upcoming rallies to trading stories about their families, 
conversation was friendly and sporadic. In the office it was much the same, from South 
African farmers to berries in Oregon, topics were random and seemed to come from the 
divergent thoughts of the speakers. 
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Summary 
One of the primary approaches these women use in their leadership and career 
relationships is to listen first, then act. Alice spoke for the group in stating that it's important 
to be 
... someone who's willing to listen to those below them. You can't be a good 
leader if you don't know what those around you need. You have to be willing 
to take into account how everybody feels before making decisions. (interview 
with Alice, 9-18-00) 
Part of their commitment to listening first could be a result of the challenging male-female 
relationships that they have each had to deal with. As a result of these relationships, the 
women have learned to turn a deaf ear and continue working. They have learned to choose 
their battles and to pick issues they feel are important enough to fight for. In addition to 
these interpersonal skills, the women have incorporated their ability to compartmentalize 
and/or work at many tasks at one time. In their relationships, this allows them to listen, 
process, react, and make decisions while best serving the needs of those to whom they are 
listening. While career-relationships are important aspects of the women's leadership 
abilities, I learned that their family relationships are more important to them than any career 
relationship. Likewise, the support and strength they derive from their spouses and families 
heal the wounds and hurts from career life. Furthermore, these family relationships are the 
secret supporting force that helps them go on leading and working in their respective careers. 
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Family Relationships 
Although each woman has many outside relationships, when asked, "What is the most 
important factor to your success," their immediate answer was the support of their spouse. 
Each woman in this study was married. They each in turn, explained that it was the support 
they received from their spouse that encouraged them to go on and helped them overcome 
the struggles that they faced in their careers. The following section explains, in their words, 
their relationships with their spouses. As each woman spoke about her spouse, her face 
relaxed and a smile tugged at her lips. She was more likely to laugh, and as we talked, I 
realized that their spouses were more than legal entities; they were sounding boards, 
advisors, comforters, and cheerleaders. I learned, from the women the importance of a 
supportive companion. 
Political Maria deals with traditional agriculturalists every day. From fundraising to 
back room political maneuvering, she keeps up step-for-step. This ability, or way of doing 
business originated from her relationship with her husband. "My husband, bless his heart, 
always treated me that way [as an equal]" (interview, 8-3-00). 
Having been raised in the city, she was not as experienced with agriculture as her 
husband. Even though this was the case, she was still expected to help out. "From the first 
day on the farm, he threw me one whip and he had another whip and we went to move cattle" 
(interview, 8-3-00). While he believed in her ability to manage their cattle operation, men 
today are surprised that she knows so much about agriculture. The stark contrast of how men 
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in political life treat her and how her husband has treated her from the beginning has been an 
adjustment. 
· It hasn't just been a relationship of equality though; her husband has also been her 
... biggest cheerleader ... and a tremendous support. He believed from day one 
there's nothing I couldn't do. The man sincerely believes I can walk on water, 
and he always has. Sometimes I've known I can't, that's been a sticking 
point. [But} he has always believed that I can do anything anybody else can 
do." (interview, 9-12-00) 
In addition to moral support, Maria made an important point: 
I've always been able, [he] made money enough to allow me to do [political] 
things. I didn't have to spend much time or energy worrying about that. He 
was my support and safety net. (interview, 9-12-00) 
As we continued our discussion, I learned that it was not only her husband's support that 
allowed her to become a political success. His parents lived across the road from them. 
While she and her father-in-law played cowboys, her mother in-law took care of the babies. 
Her parents also stepped in as childcare providers. ''Mom and Dad were supportive such that 
they would fix meals for the kids. They have had such a good strong network" (interview, 9-
12-00). 
Lindy and Maria had similar relationships and philosophies about family and life off 
the farm. 
Activist Lindy and her husband have built their relationship on mutual sharing and 
teamwork. They decided in the beginning of their partnership that they would milk goats so 
they could raise their children together. This environment provided a backdrop for a hard 
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work ethic, the teaching and learning of family values and agricultural practices and 
philosophies. When the 1980's farm crisis arose, they "decided together [she] would become 
the activist, and he would stay home with the kids and the farm" (interview, 8-16-00). 
He knew more about agriculture, but she was the natural speaker. Thus, as she 
forayed into public activism, he supported her from the milk barn. During morning and 
evening milkings, they talked about issues and discussed their opinions and what they 
thought should be done. This "together time" allowed her an environment to "rant and rave 
and vent and talk things through with him. It's the reason I became so articulate" (interview, 
8-16-00). In a later interview, she further explained: 
My husband would listen to me vent, and would offer advice. He'd believe 
me. I think that's a problem [for other women]. He's a very good listener and 
supportive. He would back me, I'm really glad I ~idn't have to struggle with 
that because it could have been a real issue, and it is in many women's lives. 
(interview, 9-11-00) 
Her supportive, interactive relationship has carried her far up the ladder of career success, as 
she is recognized today as a world leader in agriculture. However, she is quick to point out 
that all the credit and acclaim is shared with her husband. 
When we first met, she was preparing to accept a national award for agricultural 
activism. In preparing her speech, she told me that she had been trying to figure out a way to 
thank her husband and family for their support of her work and her efforts away from home. 
Like Political Maria, Lindy was able to become politically active because her husband and 
extended family supported and helped her. Even today, her father in-law is a daily guest at 
her home. He helps her maintain the buildings on the property and does various small 
chores. 
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While she was pursuing her activist agenda, her husband took care of the farm. She 
told me many times that her husband was the most "selfless man" she has ever met 
(interview, 8-16-00, 9-12-00). She told me this in.reference to the fact that she had received 
the recognition for her public efforts when in fact she was representing both of their ideas. 
Because money was tight and her family was young, she tried to work her activities around 
the milking and school schedules. But when she traveled to speak at national events or 
conferences, she would go alone. However, reflecting on the previous details of her 
relationship with her husband, it can safely be assumed that he was supporting her from the 
farm. 
Although this family support network was necessary for Maria and Lindy to 
accomplish their goals and work, women who are not mothers, like Sarah and Alice, also use 
their spouses and families as strengthening factors. 
Academic Sarah also depends on her husband for support. From confiding in him 
about the day's events to asking for his advice on particular office problems, she "shares with 
him everything that happens ... he gives really good advice. He's the best person I have to 
share what's happened and how to deal with it" (interview, 8-15-00). 
Her husband accompanies her to the office on Sunday mornings to spend time with 
her and to discuss the week's events. The give-and-take in the relationship is essential to 
keeping their marriage healthy (interview, 8-15-00). Because they both travel extensively 
and work long hours, the time at the office is together time. She mentioned that when faculty 
get retirement awards, the plaques should actually read the faculty members name and her/his 
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spouse, because the "spouse helped them tremendously" (interview, 8-15-00). In their 
Sunday morning time together, he reads the mail or the paper, and she works. 
Although seemingly a simple give-and-take, Sarah contends that it is this "sacrifice of 
time you spend at work" that maintains a relationship based on limited time (interview, 8-15-
00). For her and the other women in the study, they shared the same thoughts about husband 
and wife relationships: "entire compatibility and sensitivity to each other desires, supports 
[the women] in what they want to do" (interview, 8-15-00, Lindy, 8-16-00, Maria, 8-3-00). 
Agribusiness Alice has, in a similar way, constructed a partnership where she is 
supported and nurtured by her husband. As a Midwestern transplant, she was initially 
overwhelmed, ignorant, and ill-equipped to work as an agribusiness woman in Western 
agriculture sales and services. Her husband educated and tutored her in Western agricultural 
practices and terminology and helped her find a job because local businesses would not hire 
people from out-of-state (interview, 7-17-00). 
Today, "he brags that [she] knows more people than he does" (interview, 9-18-00). 
Additionally, he has continued to support and teach her, as she has become more involved in 
the management of the chemical company. She explained 
I never could've lasted here without him. Farming is so different here. He 
helped me with [learning about] spray parts and anything I've had questions 
on. I probably wouldn't have done as well [ without him]. I would've gotten 
frustrated and gone somewhere else. (interview, 9-18-00) 
Interestingly, although she is successful in her career, it is her opinion that, "a woman must 
join with a man to make it in today's world" (interview, 7-17-00). While she later explained 
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that this statement was in reference to having two wage earners, she also referred to the 
moral support her husband had given her as she struggled with adverse work conditions. 
Her husband had worked for the same company a few years earlier. When she 
reported the "lazy" (interview, 9-18-00) behavior of the boys, he explained to her that it had 
always been that way. Because he is a farmer and she is a farm agribusiness representative, 
he helps her to tune into the farmer's needs and expectations. And she in return focuses her 
agribusiness expertise on satisfying and anticipating those needs and expectations. As with 
the other women in this study, their partnership or teamwork has resulted in a harmonious 
relationship, not without the give-and-take explained by the other women. 
Farmer Kay seemed to have an understanding with her husband. They reversed 
roles; he used to be the active leader in the partnership, while today she is the mouthpiece for 
the two. While she reported, "He thinks what [she's] doing is important" (interview, 8-21-
00). He told me, "She has too many irons in the fire" (field notes, 8-7-00). Her other irons in 
the fire include her many projects both at home (4-H leader, full time mom, etc.) and projects 
at the office (slowing/stopping urban sprawl, environmental protection education and policy 
development, urban·city reclamation, and various others). 
Kay and her husband are the stewards of over 1,100 acres ofland and four children. 
Although they don't always agree on how to farm or how to raise children, they work 
together to keep the kids fed and taken care of and the farm running. Kay commented, "You 
can't do what I'm doing without a lot of family support. My husband does a lot of dishes, 
and the kids eat a lot of fast food" (interview, 8-7-00). As her career and efforts off the farm 
grow, the "family doesn't get as much time as they used to ... it has to be written into the 
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planner or it just doesn't happen" (interview, 8-7-00). This may also be her method of 
teaching her children the self-reliance that she learned as a child. 
Her mother worked off the farm and Kay was left to farm with her father. While she 
hopes that she is not like her mother who was "virtually missing the whole time I was 
growing up" (interview, 8-7-00), she emphasized the importance of being a self-reliant 
independent thinker. Kay explained, "It's hard to fit it all in [ work, volunteering at school] 
and still be a mom ... it's tough" (interview, 8-7-00). She hopes that her efforts will make the 
world better for "other kids ... I hope somebody can have a better living because of 
· something I do" (interview, 8-21-00). It is important to note that her husband has taken an 
active parenting role, when their roles switched from the traditional stereotype that moms 
stay at home and dads go to work. For Kay and her husband, their partnership is organized in 
such a way that she goes to work and he stays at home or on the farm with the family. 
Ironically, their leadership duties and responsibilities have also virtually switched. In 
the 1980's, he was a leader in the Farm Bureau. 
We both can't be involved at the level I'm involved. I have a knack for TV 
interviewing and thinking fast. Taking the conversation where I want them to 
go and not following the [interviewer's agenda] ... [My husband] would rather 
see me on TV than him. (interview, 8-7-00) 
Therefore, he stays home with the kids while she steps out into public life. Even this division 
of duties has its difficulties. "You always find things about your husband that you could do . . 
better, but you hope he's doing this job farming well. I assume he is-I have to trust he is, 
it's been tough" (interview, 8-7-00). Her personal understanding and development of 
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agricultural philosophy have diverged from her husband's9• This divergence led her to a 
"like-minded" mentor who shared similar philosophies about agriculture. This relationship 
of mentoring will be discussed in the next section. 
Summary 
First and foremost to each woman is her relationship with and commitment to her 
family. While each woman has made different choices regarding family life, they all noted 
the importance of maintaining a give-and-take relationship with their spouse. Likewise they 
reported that their spouses are their sounding boards, emotional and fmancial supporters, 
cheerleaders, and advisors. 
Political Maria and Activist Lindy reported that their extended families played an 
active supporting role in providing childcare while the woman worked away from home, for 
Kay it was different10• This provided a "good strong network" (interview with Maria, 9-12-
00) for the children and allowed the woman to more completely focus on her activities while 
away from home. 
Although these supports were the most important relationships that I discussed with 
the women, they also explained that mentors helped them along the way. These mentors 
provided them with moral support and direction while learning the ropes. The following 
section is a discussion of the women's relationships with their mentors. Some of these 
relationships have been explained in greater detail in the career-relationship section; thus the 
stories will not be retold in this discussion. 
9 "I think we agree, but when you are farming 1100 acres conventionally you can't be organic. The philosophy 
and the actual practice make you seem like a hypocrite at times. But it keeps me in touch." 
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Mentors 
The leadership literature explained that new members to a group would be more 
. successful if mentored by a senior member of the group (Collins, Gillbert & Nycum, 1988; 
Sitterly & Duke, 1988). Thus, at the onset of this study I was curious as to how these women 
had been mentored in their career lives. I learned that mentoring relationships occurred, but 
they were not issues that the women thought about. Each woman noted a specific person 
who mentored her into her current position, but most of their learning about agriculture 
began at home, either as a child or as a wife of an agriculturalist. 
Farmer Kay called together a meeting of "heavy hitters" philosophically and 
politically because she was a part of large farm that was subject to the effects of urban 
sprawl. Together the group discussed the problems of land use, farm land protection, urban 
sprawl, and the protection of natural meetings. At this meeting she met Ethan, her mentor. 
Their relationship grew, and she became his student and collaborator. Today, while he is still 
her teacher, they work hand in hand to combat :irresponsible land use decisions. 
Kay views Ethan as a visionary leader. He's a "round peg in a square hole. He's a 
leader who knows where he's going" (observation, 8-21-00). I asked her if she considered 
herself to be a leader, she told me that she is, but does not "see herself that way, ... but that 
Ethan is a leader" (interview, 8-21-00). However, he is also her "teacher and mentor. .. he 
takes people in and teaches them" (observation 8-21-00). Although she mentioned many 
10 "NOT IN MY CASE. I TOOK THEM OR MY HUSBAND WATCHED THEM OR THEY ARE ON 
THEIR OWN. NO IN-LAW SUPPORT." 
126 
times that she could notfollow people, she does assume the learner role when working with 
Ethan (field notes,,,8-3-00). 
I attended a political meeting with both Ethan and her. He spoke to a governing body 
about the:ir idea of forming an inner city farmer's market supplied with produce from a local 
correctional institution. I was a little surprised that Ethan was the speaker, because she had 
thought of the idea and had done much of the brainwork on developing plans of action, 
budgets, and even blueprints. Yet she deferred the speaking to him. While he spoke, she 
held her head high, to see over the crowd, and beamed with pride as he presented the:ir idea 
(field notes, 8-21-00). Following the presentation, Kay, Ethan, and the:ir supporters 
convened in the hall outside the meeting room and congratulated each other on the:ir success. 
During this celebration, she stood shoulder-to-shoulder with to him but kept herself slightly 
behind him, almost pushing him to the crowd to talk. She didn't say much to the group; 
rather, she listened and let Et'1an talk (field notes, 8-21-00). 
However, during the car ride over-she drove-they discussed the debate and what 
might happen. She knew as much as he about the debate and the topic at hand. Nonetheless 
in this public setting, she took a step back to watch and listen, which might have been part of 
her leadership plan. 
Because of the importance of this observation and Kay's reaction to my interpretation, 
this dialogue is presented as an addition to the text rather than as a footnote. The following 
quote is her reaction to my analysis of her relationship with Ethan and my observations of 
the:ir interactions at the market meeting. 
Your take on Ethan and I is off the mark. You just hit on an off day for me. 
Off day meaning it wasn't my tum that day. This is what you were seeing. 
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Ethan lives on the block where the proposed market is going to go.... He 
carries political clout. It would have been political suicide for me to present 
the arguments that day. I had been to the meeting two months earlier to give 
the agricultural side of the story. Ethan carried the most political clout that 
day, so he spoke. 
A farmer... would have been laughed out of the room. 
EARLY ON ... YOU GOTTA CHOOSE YOUR WARS! 
YOU LEARN 
AND .YOUR 
BATTLEGROUND l Your comment on my standing slightly behind Ethan 
and letting him talk to the crowd after the presentation. Those people were his 
neighbors that he had called to join him at the meeting. Once again, I am 
simply his co-worker. It's their fight with the city not mine. 
This is not part of my leadership plan. This is politics. For me to talk that day 
would have been political suicide. There is no leadership plan. The plan is 
that you don't let your personal agenda ever get so important that you 
jeopardize a project so that you can bask in the glory, the limelight or the 
sunshine .... Remember this: There is no limit to the amount of good that you 
can do in the world if you don't care who gets the credit. Ethan needed to be 
speaking at the meeting. I knew as much about the topic and I'm probably the 
better public speaker-but it wasn't going to mean anything to the persons in 
the meeting coming fro~ me. (personal communication, 11-8-00) 
With this addition, I do not rescind my observation of the events; however, I do 
recognize Kay's clarification and explanation of her perspective. From her first meeting 
when she called the heavy hitters together to discuss the problem of urban sprawl to her 
continued battles against corporate America, she continues to lead by making connections 
with both the powedul and the marginalized. In turn, she leads like a conductor, not always 
part of the music, but often directing the music others make. 
Academic Sarah also takes the standpoint of watching, listening and learning. She 
described her mentor as being someone who taught her the ropes and was her friend. George 
was a man who served as a resource and teacher. "George taught me how to work for 
extension, how to work with producers, how to find answers to questions, and he was a 
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friend as well. He was wonderful. He helped me prepare talks ... " (interview, 8-3-00). 
Along with George, farmers helped her learn how to be an extension agent. 
I was so young [ when I started] that a lot of them viewed me as a daughter. 
Not very many wouldn't interact with me. They were happy to have me 
there ... it was a great opportunity and learning experience. (interview, 8-3-00) 
Because she is accustomed to working long hours and serving the needs of the people, she 
has become known for quality work and her dedication to doing what's right. 
Activist Lindy is a revolutionary. When asked who her mentors were, she replied 
that she had had many. One woman in particular, Angie, she met twenty years ago at a 
conference. Angie walked on stage and said "I'm a farmer, I'm a woman, and I'm angry'' 
(interview, 8-16-00). Lindy was impressed and surprised. Following the speech, she went 
up to Angie and introduced herself. Angie is twenty years older than Lindy. This age gap 
has allowed Angie to influence and nurture Lindy's development as an agricultural activist. 
Today Lindy view's herself at the same point Angie was when they met. Unique to Lindy is 
her double take on mentoring. We discussed the people who had mentored her, but she also 
shared that she is a mentor to others, as well. 
She is first a mentor to her children, then to other women and men who are interested 
in alternative agricultural practices and rural community issues. In her community of 
agricultural people and their collective issues, she seeks to ''find people that would really like 
to step up and do this stuff' (interview, 9-11-00). She believes that over-quoting a leader can 
be very detrimental to an organization's viability. 'With my name in the press and being 
quoted, it looks like I'm the only one out there. If the leader is out too long, they lose 
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credibility and get stale" (interview, 9-11-00). She shared with me that to overcome this 
staleness leaders should be as: 
... inclusive as possible. Take [aspiring leaders] to meetings. Act as an 
advisor or friend [to them]. It certainly isn't "I know all this stuff and need to 
impart or bequeath it to you!" I think it's a good. plan to do things in 
partnership, a person who's done it a long time shows the [new person] the 
ropes and then the experienced person goes on. (interview, 9-11-00) 
She also suggested that it is important to mentor young women so they can learn to 
incorporate the leadership responsibilities and time requirements into their lives at a young 
age. Turning from her philosophy of mentoring, we explored how she had been mentored. 
I asked her rt she had any male mentors, assuming that, like the other women, men 
would have been the leaders in the organizations she began working with when she entered 
public life. This question stumped her for quite a while, about 15 minutes. She finally 
replied that "her husband and father in-law taught her to respect people ... but most men 
influenced me more than they guided me" (interview, 8-16-00). This could be in part 
because 
Men would mentor me until I reached a feeling of confidence and leadership. 
Then it was hard for them to relate to me. It was a better situation when I was 
learning or seeking, not when I was equal. (interview, 8-16-00) 
Regardless of the reason, she has and does lead with or without men as mentors. 
While we talked she continually questioned herself, as to whether or not she intimidated men. 
She told me that she is mostly comfortable talking with women, specifically political active 
women. "I can really talk to [ women political activists], these for the most part are really . 
good relationships. I rarely find another woman who is threatened by what I say or my depth 
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ofknowledge or analysis" (interview, 9-11-00). While she has made her voice heard in 
circles of men and now in circles of women, she is still seeking and learning how to make 
agriculture and rural life better. Today her primary duty is to teach and guide the next 
generation of agriculturists and rural youth through the perils and channels of American 
agricultural activism. 
· Agribusiness Alice does not have the opportunity to work with female mentors. 
However, she does appreciate the men who have taught her the ways of the chemical 
industry. When she began working at the store, she watched Gene-a senior manager-as he 
worked with customers. She studied how he talked to them, how he knew their names and 
their farming operations, and how he diagnosed their problems. She also learned to go the 
extra mile for the customer. 
These lessons led her to the management position that she currently holds. Her 
dedication to customers and cheerful hello as they walk in the door have made her "the one 
who knows" at the chemical store. 
Although Political Maria idealistically hoped for a woman mentor in each of her 
various careers, she could not remember one woman mentor. She did recall that her mother 
was a role model rather than a mentor. In the political arenas in which she has worked, she 
was mentored by one man who befriended her and by another man whom she had to win 
over. She did this by talking agriculture to him. In talking agriculture, she drew on her own 
understandings and experiences with agriculture. Part of those experiences were based in her 
"cowboy" (interview, 9-12-00) days with her father-in-law. Their teaching/mentoring 
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relationship taught her how to "get good cattle, how to hold on to good cattle, and how to 
make a little bit of money while you're at it" (interview, 9-12-00). From this foundation, 
Maria was able to capitalize on other opportunities in her life, especially in the House. 
She recounted a story of Jack, an agricultural committee chair. When she was 
initially appointed to his committee, he was not happy. Never had a woman sat on this 
committee. During committee meetings, he would address the men formally. "What's your 
vote Representative Dillon? Representative Dolan? Maria?" (interview, 9-12-00). Realizing 
that she was faced with the decision of "sitting around a pouting or doing something about 
the situation" (interview, 9-12-00), she chose to do something about it. From that point on at 
every available opportunity she would sit by Jack and discuss agriculture. Because she spoke 
his language and proved her knowledge of the subject, he invited her to be his vice-
committee chair the following year. This promotion and friendly relationship essentially 
taught her the intricacies of the political process. These lessons are still being used in her 
office today. 
Prior to winning over and being mentored by Jack, she had a mentor relationship with 
Bart, the Speaker of the House. In the House, Bart assigned her to powerful committees, 
asked for her advice on bills, gave her bills to push through into legislation, and watched over 
her actions. His confidence in her abilities, which translated into his placing her on powerful 
committees, taught her the rules of politics. 
Even though she learned from these men and was chosen to work with and for them, 
because she possessed valuable skills and understandings, Maria did not attribute her success 
to her work. Rather, as stated previously, she felt that "st.ars have just lined up for me ... and 
I've been able to capitalize on opportunities that other people might not be able to" 
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(interview, 9-12-00). From her father-in-law, who was willing to teach her cattle production 
skills to the Speaker of the House of Representatives, Bart, who befriended her from day one, 
her stars have all been lucky. 
Summary 
While the humble attitude concerning their leadership success is common amongst 
the women in the study- stating that they are no better than anyone else, or just lucky--the 
women do make note of particular men or women who helped them learn the ropes of their 
respective careers. Thus, leading to the conclusions that for these women, mentoring 
relationships have been important to their career growth and success. Each woman was 
mentored near the beginning of her career by a man, who was either her manager or superior. 
Since these initial relationships the women have developed their own styles of leadership and 
have developed their own coping mechanisms. The skills learned from the mentors seemed 
to be one of the reasons were such excellent employees and leaders. From their mentors the 
women learned policy, agriculture, and valuable human relation skills that assisted them in 
becoming the leaders they are today. 
Conclusion 
When I began this study, I intended I would study women leaders. I stated that I 
would study how they achieve leadership status and what steps led them there. However, I 
learned that the steps were not as important as the reasons for the steps and the relationships 
that resulted. I learned that Helgesen's (1990) explanation of women's leadership as web-
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like was very true for these agricultural women. More than wispy webs of people and ideas, 
these women created communities or entire structures complete with diverse people and 
independent ideas. 
As these communities formed, the women drew more and more people into their 
webs. The stated their reasons for this were (1) because they are dedicated to helping others 
and, (2) because they seek to make life better for others. However as the women drew more 
and more people or were elevated in webs with more people as they climbed the leadership 
ranks, the women became more vulnerable to leadership-backlash. This backlash came as 
they made their voices heard and were judged as being overbearing, pushy, or witches. Thus 
as women step-up and become more powerful, they are also faced with the label of being un-
feminine and overstepping their bounds. For these women, though, the need for solving 
serious problems and helping others outweighed the consequences of unkind labels. 
Therefore, the women used their communication skills to negotiate old power-relationships 
and to nurture new career-relationships (Rosner, 1990; 1995). This adaptation counters 
Berdahl's (1996) assertion that women are primarily social and men are concerned with 
getting the job done. The women in this study used their social (feminine trait) tendencies to 
solve problems (masculine trait), thereby remaining true to their inner selves, while taking 
care of their communities, families, and self. 
Although these relationships have taken many forms, from supportive and 
. educational, to challenging and restrictive, the women have drawn on the guidance of 
mentors and the strength and encouragement of family to continue their work. In fact it has 
been the family relationships, specifically with their spouses, that bolstered these women and 
helped them to remain in leadership positions. 
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Women with families were "blessed" (interview with Lindy, 8-15-00) to have 
extended family, and/or flexible husbands to help with childcare responsibilities. In addition 
to extended family supports, each woman reported having a spouse who believed in her and 
her career pursuits. This relationship, complete with advice and encouragement, helped the 
women to remain "sane" (interview with Alice, 9-18-00) and active in the agricultural 
industry. In addition to family assistance, mentors shepherded the women through the early 
learning stages of their careers. 
All of the women had males as mentors or teachers at some point in their career 
journeys. Political Maria said that she had always looked for a woman to mentor her, but she 
had never found one in any of her various careers. Activist Lindy took a different approach 
to gaining support from her co-workers. She left the men's circles of agriculture and 
developed her own female network, with the encouragement of a female mentor, to help 
support other aspiring or struggling women in agriculture. 
While Lindy departed from the traditional road, Farmer Kay reported that she used 
her token status to gain her a place on traditional agricultural governing boards. · Because 
these boards give her another forum from which to make her voice heard. Although Kay, 
Sarah, and Alice are leaders in their careers they are also token females. This status could be 
a major reason why they do not recognize or accept the leadership title. Because women are 
not supposed to lead, or are not thought of as leaders, or are overstepping their bounds when 
they do lead, these women niay not be able to boldly wear the title for fear of usurping or 
scaring their male co-·workers. 
Rather than the title of leader the women have reverted to more "lady-like" roles of 
learners, teachers, or helpers. Agribusiness Alice is the first woman manager in her place of 
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employment and has learned from the customers and her fellow managers. Academic Sarah 
classified or defended her only-woman status by stating that the dynamics between men and 
women are non-issues, and repeatedly told me that she had been extra-ordinarily lucky. She 
was quick to point out how supportive her mentors had been and how their relationships had 
been based on learning and teaching, thus leading to her success. 
Through conducting these interviews and shadowing these women, I learned that the 
quality of relationships and the importance of the issues are the reasons that they step into 
leadership roles and continue working. I also learned that while the road has been hard and 
often lonely, they have developed their own means of coping and working. Each woman has 
adapted to make her voice heard in agriculture. These adaptations have included her mastery 
of the language of agriculture and the ability to choose when to fight and when to walk away. 
Thus, while the women work with and for men, they have became leaders by adhering to 
women's ways of leading, which are based on (a) the "principles of caring, (b) a sense of 
work as pait oflife, (c) putting labor where love is, and (d) being responsible to the world 
(Helgesen, 1990). 
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V. CLOSING REMARKS 
Introduction 
In a traditional thesis,' this chapter would be reserved for conclusions, 
recommendations, and implications, in my study, making definitive conclusions, judgmental 
recommendations, and possibly a few foreshadowing implications would be inappropriate. I 
have shared stories from five women and a number of different leadership issues. I cannot 
and do not seek to make ultimate pronouncements from their stories; rather, I seek to discuss 
and invite discussion about their stories and the issues they raised. 
I attribute my approach in this chapter to Wolcott (1990b), who explained that 
qualitative works should seek to leave "readers pondering the essential issues addressed" (p. 
56). He furthered his suggestion, in stating that closing statements should "review what has 
been attempted, what has been learned, and what new questions have been raised" (Wolcott, 
1990b, p. 56). In addition to these three questions, I also make recommendations based on 
my findings and experience in the field. These recommendations differ from positivistic 
recommendations in that they are suggested practices based on five women's experiences; 
thus they may not be applicable to every situation or person. With this said, the remainder of 
this chapter addresses these four components. 
I have attempted to shed light on women agricultural leaders. To do this, I have 
attempted to "generate or discover theory ... that relates to a particular situation" (Cresswell, 
1998, p. 56). The transferability of this data and its resulting theories lie in the reader's 
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perceptions and interpretations of the data and my analysis. The final step ~n the process of 
determining the transferability of this study is a report and discussion of the theories 
generated. CressweH(l998) explained that grounded theory(ies) usually appear at the end of 
a study and "can assume the form of a narrative statement" (p. 56). However, the results of 
this study are not only based on grounded theory, but are also based on critical theory. 
Critical·theoryis "the desire to comprehend and, in some cases, transform (through 
praxis) the underlying orders of social life-those social and systematic relations that 
constitute society" (Murrow, 1994, p. 211). Specifically, I discussed my analysis that 
occurred as I developed and wrote Chapter Four. Prior to sharing the analysis and my 
resulting recommendations, I first share my reflections on the research process in the section 
entitled "Knowing the Women." Following this section are my analysis and 
recommendations of these research themes. The concluding section of this thesis will be a 
final discussion of the women's perceptions, where share their advice regarding their 
experiences about being a woman leader in agriculture. 
Knowing the Women 
This research process has been the most mentally and emotionally challenging project 
I have ever undertaken. But my motto for life states, ''That which does not kill us makes us 
stronger." I have become a stronger and a more feminine female. I have learned that there is 
beauty in womanhood and fulfillment in both family and adherence to one's passions and 
beliefs. Each woman is an inspiration to me-an example of what we (sister women) may 
become. 
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However; because they were/are models, I expected to learn from and report about 
perfect women--women who amazingly glided between the state capitol, their homes, and 
various civic organizations. I blame this, in part, on my socialization that led me to believe 
that heroes are perfect. When I found that these women were normal people complete with 
flaws, it was hard for me to accept. I had to stop my jaw from dropping in astonishment and 
had to bite my tongue before it exclaimed, "You're kidding?" or "No way, not youl" 
Yet, even from my disillusionment, I learned. I was continually amazed that all I had 
done was ask to hear their stories, and they in turn, trusted me and my intentions enough to 
answer my questions, tell their stories, and share their lives with me. With these sharing, 
shadowing, and sensing experiences, I learned that we are prone to learning through trial and 
error. Therefore, as I constructed and personified each woman, I struggled with presenting 
each woman as an example of female leadership while knowing that she did not feel superior 
to anyone else. 
However, I must emphasize that they are not flawed, just different from what I 
expected. I learned that they are sincere, feminine (warm, caring, nurturing), and that they 
have worked very hard to create and maintain their current life. A large part of their lives are 
focused on their relationships with others; each woman told me that she is not only a career 
woman but also a wife, daughter, and/or friend. 
Another aspect of the women's lives that has shaped their journey was the lack of 
social opportunities and relationships. Because they work so much, these women did not 
have many friends outside of work. Therefore, their colleagues and spouses have become 
their friends and social support system. 
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Part of knowing and researching these women was to become a part of their 
community. In doing so, I learned and observed small pieces of their culture, beliefs, and 
personalities. In the previous chapter I shared the women's experiences; in this next section I 
will first recap their themes, then make recommendations and suggest implications based on 
the themes. 
How Women Lead 
Rosener (1995) reported that women are interactive or collaborative leaders. 
Helgesen ( 1990) found that women create webs of leadership. Both authors describe · 
women's leadership as inclusive of both ideas and people. They also found that women are 
usually involved with more than one task or project at a time. Rosener (1995) suggested that: 
Women are good at juggling and completing many tasks simultaneously 
because that is the story of their daily existence. · It is not strange for women 
to change plans and moods as often as sheets, because household chores and 
family responsibilities are not easily scheduled for them. Women 
simultaneously have to satisfy the different needs and conflicting demands of 
husbands, parents, in-laws, children, friends, and fellow workers. 
Consequentially, they develop negotiating skills that are often different from 
those of men. (p. 31) 
I also found this sense of multi-tasking to be the case in my study. From the women's 
descriptions and from my observations, I noted that they are still primarily responsible for 
household chores and duties but are also heavily involved in out-of-home projects. Activist 
Lindy exemplified thi.s as she explained that she scheduled her activities around milkings. I 
found the scheduling of leadership or career activities around family life to be a way of life 
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for the rest of the women too. Thus part of their femininity could be tied to their 
maintenance of traditional feminine responsibilities. 
In keeping with this femininity discussion, I also found that that the women didn't 
visualize themselves as leaders. Thus while they were reaching out and sharing decision 
making with others, they weren't concerned with gaining power, but were more concerned 
with insuring attention was directed at issues they felt important (e.g., responsible land use, 
political awareness of farmer's hardships, etc). The women were concerned with "doing 
what was right" and fixing/solving problems. 
Part of their multi-tasking and leadership styles were to create structures or organize 
people to support them in their jobs: Political Maria relies on Mike to schedule her life and to 
keep abreast of current political movements and issues. Academic Sarah creates the agendas 
for administrative team meetings. Activist Lindy and Farmer Kay create and organize groups 
of people into politically active networks. Agribusiness Alice sacrificed her personal breaks 
to keep things running smoothly and to insure that customer needs will be met. 
While each woman naturally or subconsciously creates leadership webs, they do so 
without formaj instruction, guidance, or in some cases, company protocol. It is noteworthy 
that none of the women had learned leadership in a form.al educational setting. Academic 
Sarah shared 
I'm bad on process and always frustrated that I never had any training in 
management or leadership. I look at my colleagues, who for various reasons 
have been given the opportunity. I. could do something; I just don't know 
what to do. (interview, 8-3-00) 
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Agribusiness Alice echoed the comment about her lack of training. "I haven't had any 
management training. I always thought if they came around with a course, I'd take one" 
(interview, 7-17-00). Not one woman in the study had had formal leadership training but 
they each have a passion about agriculture, a strong work ethic, and a willingness to learn. 
None of these women mentioned any involvement in agricultural clubs or formal 
educational courses, but they did share detailed accounts relating to agriculture from their 
childhood. Each woman had a favorable, although limited, impression of agriculture from 
their childhood, and each of their adult lives had been based in agriculture. All except 
Academic Sarah married farmers who were/are involved in agricultural production, and the 
women either helped with or in Political Maria's case, ran the operation .. Even though the 
women were/are involved with agriculture, they had to learn the agricultural language and 
the specific details of the culture ·in relation to their career. 
Women's Leadership Recommendations 
My first recommendation is that women not give up. Although they lead differently 
and face many external and internal challenges, women are needed as leaders. While many 
scholars may feel that education is a requirement for leadership, the women in this study 
were not trained in leadership. In addition to this, only one woman in this study was "raised 
on a farm." Activist Lindy was not even an agriculturalist. The women learned and got 
"lucky." They determined their passions, and used them as torches to guide their way. 
My second recomrp.endation to women or to any aspiring leader is to find your 
passion. Bennis (1989) stated that to be a leader one must know oneself first. Part of 
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knowing one's self is to identify what matters and what is important, what is worth living and 
fighting for. Each woman had "burning in the gut" (interview with Kay, 8-7-00) feelings and 
through many experiences had learned what was important to them. Whether it was 
Agribusiness Alice's determination to not work in the fields, or Political Maria's 
determination to do what she had been told she couldn't. Activist Lindy explained that 
passion, or conviction from the h~art, is empowering 
Speaking from the heart and soul [ with passion] is really good. It's where 
you're most comfortable and most knowledgeable. Find something you like 
and go for it. People hesitate and squelch their passions [because they're] not 
confident that they can go forward and provide the things they want in their 
life. (interview, 9-11-00) 
A third and final recommendation about women leading concerns opportunities for 
women to lead. Many of these women are very strong willed, energetic, and strategic in 
their leadership representation. As they described themselves, I nodded in agreement. I, too, 
am strong willed and energetic. Thus, when studying leaders, I naively assumed that 
"everyone" would want to lead. Academic Sarah rebutted this saying, "People are happy to 
have you lead ... Most people don't want to provide leadership to a group"(interview, 8-15-
00). Activist Lindy agreed saying that not everyone is passionate about or involved with life 
and her/his community. From this comment and similar comments from the other women, I 
recommend that if women want to lead they should seize the opportunity. 
Because these women retain their homemaking roles when they step into the 
leadership arena, the hours in their days are more filled with activity, thus requiring a high 
energy level. I was amazed as I followed them around and watched them in action, from task 
to task they remained calm and collected, no matter the outcome of the meeting or the people 
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in attendance. I failed to specifically ask the women about how they were able to do it all, 
but I would guess that they are oblivious to all that they are doing. While Farmer Kay 
explained that you can't run fast all the time, she also explained that she's been running in 
the fast lane for the past five years and is getting tired. 
However, as the women run in the fast lane, it is a composite of their determination to 
make life better and their awareness of their status as token women that keeps them going. 
Women like Activist Lindy and Farmer Kay were called to speak as representatives for other 
women, because they were women from farms. Academic Sarah, on the other hand, chooses 
to guard her token status by carefully measuring her words and speaking only in positive 
terms about her experience and interactions with fellow administrators. Agribusiness Alice, 
although openly harassed and disrespected, has chosen to ignore the "boys" and overcome 
her disadvantage of being a woman by working hard for the customers. Because there are 
few employment opportunities in her community, she feels that she has no other choice. 
Political Maria is aware of the power she holds and those she represents. Although she 
sometimes chooses to remain silent, she bases her leadership on her own priorities and uses 
her experience to guide her. Thus, she appeared to have more power because she was not 
shackled by conventions, rather she was freer to be herself. 
Eleanor Roosevelt once said, "You gain strength, courage and confidence by every 
experience in which you really stop to look fear in the face" (International Publishing, 1998). 
For persons wanting to lead, their own fears and/or insecurities might be the largest obstacle 
they face. Activist Lindy explained that only after she learned to "trust her gut" (interview, 
9-11-00) was she able to feel comfortable leading. Therefore, step up, try it out, and make 
yourself available. While not all efforts will lead to leadership or success, they will lead to 
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learning. And as Political Maria shared, "The stars lined up for me ... things fell in my lap, [I] 
took advantage of opportunities [that] presented themselves" (interview, 9-12-00). 
In summary, (1) find a passion, (2) try, (3) don't give up, (4) and understand the 
game being played. Women can lead, although different than men in approach and style. 
However, in this study, both styles have been shown to be useful and have been found to be 
needed when dealing with the many different situations and groups of people that are 
involved in agriculture. Part of the leadership experience is in learning how to lead. The 
next section explains the adaptations or learning that these women have experienced on their 
journey to becoming leaders. 
Adaptations 
Each woman in her own way has solved a problem. Berdahl ( 1996) and Rosener 
(1995) stated that men are more task oriented and women are more socially oriented. 
Moreover, women are not supposed to be problem solvers, they are supposed to be 
communicators. In looking at the "problems" that the women in this study solved, they 
combined problem tasks with a communications solution. Thus, part of their learning or 
adapting has been to meld together their feminine leadership styles with masculine leadership 
abilities. 
Activist Lindy, Political Maria, and Academic Sarah saw problems and thought she 
could be the "someone" to fix it. Sarah listens to people, then acts; Maria listens in meetings 
and then represents her c9nstituents by speaking for them; Lindy speaks for agricultural 
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policy and practices reform. Each woman listens to her supporting body, then speaks on the 
people's behalf. 
Part of listening and learning has been the acquisition of the language of agriculture. 
Each woman noted her belief that understanding and speaking the language was key to 
leading fellow agriculturalists. It is a seemingly obvious statement, but one that may not be 
understood by people outside of the agricultural community. While women can learn the 
language, they might also be alerted that agriculture is not delicate in manner, speech, or 
work, nor is the language consistent throughout regions, or careers. 
Each woman built a tolerance of swearing, put-downs, mockery, suspicion of their 
agricultural knowledge and experience, and their right to be in agriculture. The ability to let 
things roll off their backs, or to ignore small-minded comments, has been essential for each 
woman to survive. From Agribusiness Alice being called vulgar names to her face, to 
Political Maria being told that she could not be a leader in agriculture because she was a 
woman, each woman has learned to give-and-take. 
Academic Sarah explained that choosing battles means evaluating what is worth the 
fight, what this argument would get her. Will it get her where she wants to go? Is it worth it 
in the long run? (interview, 8-15-00). These basic questions seemed to have guided each 
woman as she worked her way through the established channels of agriculture or established 
her own channels. In Sarah's case she has adapted her naturally shy self into a public 
representative. Although this transformation in itself was difficult to accomplish, the added 
complexity of the male-female ratios at public and the related social functions have presented 
her with yet another dilemma of what rules to follow. Her answer to whether or not she 
would seek support or friendship with other women in academic administration was that the 
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cost of the choice-men's fear-was not worth the sacrifice. Already on the outside in the 
terms of numbers, and social preferences, golf, she has chosen to transform herself into an 
outgoing woman for the sake of the institution she represents. However her adherence to 
"the rules" may be denying her of the confidence found in Political Maria and Activist Lindy, 
who have learned to be themselves and play by their own rules. 
Another departure from traditional expectations was the women's alteration of their 
traditional family life. Along with the give-and-take and choosing battles, the women had to 
decide between quantity of time and quality time at both their careers and at home with their 
families. Family members have been incorporated into work responsibilities, and women 
occasionally served fast food instead of home-cooked meals. Farmer Kay shared that she 
was raised with the philosophy that, :'A good woman stays home and keeps her mouth shut" 
(interview, 8-7-00), but that she has not followed this philosophy. Instead she told me at her 
house "my husband does a lot of dishes, and my kids eat a lot of fast food" (interview, 8-7-
00). But because she is trying to improve many "other people's quality of life" (interview, 8-
21-00) the meals are worth the trade-off for her. 
Adaptation Recommendations 
To become leaders the women first had to know their priorities, or what they were 
fighting for and why, before they entered the agricultural industry. Therefore, my first 
recommendation was suggested by Maria who shared one source of her strength and 
determination is her intense conviction that she is doing what is right. She believed that she 
could walk away from her political life at any time if her family needed her. Maria 
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emphasized that in all her political dealings her family came first, that she would never do 
anything to hurt them or that she would be ashamed of. She discussed how she wouldn't 
bend for others opinions or support questionable causes because it wasn't that important to 
her. Each woman in her own way shared similar sentiments. At the top of their priority lists 
were their family relationships .. 
Secondly, realize that being a woman in agriculture is not without its challenges. 
Because women are new to agricultural leadership, they very often have to "prove" that they 
know agriculture. This means knowing the language, knowing the people and how they 
think and operate, and in turn being able to speak. the language and interact with the people. 
My third recommendation regards women's involvement in agriculture, or their 
chosen field. One way women might become involved and quicken the process of learning 
the language and more importantly the culture of agriculture would be to join clubs such as 
the FFA or 4-H. These clubs are organized for youth to learn about agriculture, nature, 
science, leadership, and personal development. Early integration with and activity in these 
clubs could help both men and women become more comfortable with working and leading 
together. Likewise both sexes could learn from the other, and grow together at an earlier age. 
Agribusiness Alice shared her belief that iris: 
... easier [to break into Agriculture] now with the FFA integrated. It was 
intimidating that there weren't many girls in FFA. I always wondered what 
they learned. I'd probably be smarter in Agriculture [if I'd been in FFA]. 
(interview, 9-18-00) 
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At the collegiate level, females might be encouraged to enroll in practical agricultural 
courses or tq engage in agricultural internships that could serve to refine their knowledge of 
agriculture and its language. 
While I am suggesting that women learn the language of agriculture, I am not 
suggesting that women acquire masculine traits or philosophies of agriculture and/or 
leadership. I am suggesting that some of the women in this study used their sex as a means 
by which they become a more vocal and visible part of the culture. With the addition of 
these women's voices agriculture in their communities has changed. 
My third recommendation concerns personal sincerity. What is this? In short it is 
being real, true, or honest, not hiding personal characteristics, beliefs, tendencies, or opinions 
because they are not mainstream. Farmer Kay stated, and Neve Hassanein (1999) reported in 
her study of women agricultural networks that women are concerned with quality of life; they 
are mothers. Consequently, their roles as mothers and their connections with the earth and 
nature seem to translate into the ways they think about and operate as agriculturalists. 
For Academic Sarah and Agribusiness Alice the mothering theory might not be 
applicable, because neither woman is a mother. However these women are still ~oncerned 
with quality of life, although their true personalities might be downplayed in their demanding 
careers. Both showed a lack of confidence in their leadership abilities, not that this is related 
to motherhood in any way, but that the masks they wear to survive in their chosen fields 
might be dehabilitating. Sarah reported that she worked 60+ hour weeks and that some of 
her counterparts only worked 40, she needed more time to get it all done. Possibly because 
she feels the need to be careful in what she says and how she says it, she spends more time at 
work and is there longer than her male co-workers. 
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In this day of increased consumer concern regarding food safety and production 
processes, women may hold the needed perspectives to meet consumer's demands. Women 
are n~t generally in positions of power, either physical or political; they operate by means of 
coercion, service, and cooperation. These alternative methods, combined with alternative 
thought process (e.g. conservation, organic, building communities), could be the answer to 
many of the problems plaguing the agricultural industry today. One of women's major 
differences and strengths from men is their perception of interpersonal relationships 
(Helgesen, 1990). The following discussion highlights those differences. 
Career Relationships 
This discussion dealt with three different career relationships. Relationships with ( 1) 
people at work, (2) family members, and (3) mentors or role models. From each relationship· 
the women have drawn strength, been challenged, and have created their leadership 
identities. Words like "extra-ordinary," "out-of-the box," "people-pleaser," "stubborn," and 
"community" painted pictures for me that more fully explained the situations the women had 
described and led. 
These word-picture conceptualizations of what leadership is and how leaders should 
act related to Helgesen's (1990) statement that women see the world and their place in it as 
an integrated and whole representation of all of their many different responsibilities and 
selves. Similarly, the expressions that the women in this study used are their representations 
and sources of strength and direction. 
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Farmer Kay used "out-of-the box thinking" in relation to the leaders she admires and 
. the way in which she thinks. Agribusiness Alice used the words "hard work" to explain what 
she does and how she has reached her leadership position. Although she is challenged by her 
position, she is "caring"- for both the customer and her fellow employees. Political Maria 
spoke in terms of "she" and "they." She explained the "she-they" terminology in the 
following example. 
She hired a woman to run her campaign because "she wanted a woman's 
commitment. [She questioned if] a man [ or they] would ever understand how 
tough it is?" (interview, 8-3-00). 
· Academic Sarah spoke of "extraordinary events" and "opportunities" that had led 
her to her title and leadership position. She explained that she had friends the same age and 
older who hadn't been so lucky and thus, had not survived or attained leadership positions in 
their life and/or career. When asked why this had happened to them, she said that maybe it 
was because she had learned to be "flexible and forgiving." Activist Lindy spoke of 
"communities of people" organized and working toward a common goal. She is an ardent 
believer in causes and issues of justice or social well-being; therefore she organizes and 
creates structures in an attempt to better people's lives. 
Their language projected their selves and the way they perceived and managed their 
career relationships. Each woman used words that reflected her commitments, agenda, and 
position in agriculture. In addition, their words shaped the ways in which they listened and 
acted as leaders. From these decisions, the women once again decided what was worth the 
fight and what was worth letting go. 
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Relationship Recommendations 
My first recommendation concerning relationships comes from Academic 
Sarah, who has had to chose her battles and decide what is worth fighting for and 
what should be let go. From this standpoint, the women were able to conserve their 
time and energy and direct their attentions and efforts at their priorities. As I stated in 
the section entitled "Knowing the Women," I was let down when I discovered that 
they did not do it all perfectly. I learned and was amazed at how much they did do 
and how well they managed their lives. Because these women have chosen their 
battles, they have been successful in those areas. It is especially important to 
remember, however, that no one person can do it all at one time. 
My second recommendation comes from Activist Lindy: "Finding a good 
spouse who really supports what you do" (interview, 9-11-00). Each woman detailed 
with fondness and gratitude the supportive role her husband played in her life. 
Whether it is taking care of the children or farm, providing financial security, or 
listening and encouraging, spouses proved vital to these women's successes. 
Likewise, for those women who had children, extended family provided child care 
while they worked. Thus, the women were able, with the support of both spouse and 
family, to become leaders. 
My third recommendation concerns those people that taught and supported the 
women off-the-farm, namely mentors. Although the women sought the guidance of 
another women in all cases except Activist Lindy, their mentors were male. 
Regardless of the sex, the women were coached, guided and encouraged by these 
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mentors. While the literature proved inconclusive as to whether or not the sex of the 
mentor mattered, in this study it was found that the cross-sex relationship were the 
only choice. One reason for this is that agriculture has traditionally been a male 
organization, thus women need to learn the rules of the game from those who created, 
rule, and play the game. While women role models and supports would more likely 
understand situations and feelings sister women experience, the possible effects of 
separation from the mainstream could be harmful to their overall hopes of inclusion 
as was seen in Sarah's fears. However, in Lindy's case as she stepped out of the male 
circles and created her own she became a more effective leader reaching more people 
. 
when she was asked to represent the world's farmers. 
Although the women generally first learned agriculture at home, they required 
further teaching when they stepped into the public realm; so the women turned to 
other sources for guidance. Although these mentoring relationships have sometimes 
been rocky, the women learned the rules of their chosen careers, and were guided by 
those who knew the game. Thus, the women began or continued their webs first at 
home with their spouses and families, then at work with their mentors, and finally by 
including those people they work with. While their webs are multi-level and ever 
changing, the simple give-and-take between the levels and people allow for a 
harmonious balance of personal, family, and career leadership. 
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Implications 
In the previous secti~n, I have encouraged women and other leaders to evaluate 
themselves and their goals to determine their (a) passions, (b) priorities, (c) battles worth 
fighting, and ( d) personal tolerance. From these suggestions come the implication that 
women can and will be leaders. What does this mean to the agricultural industry and to 
agriculturalists? Times are changing. 
My first implication is that women are not just partners, supports, or invisible workers 
any more. They are realizing their strength and power and are becoming more vocal about 
their concerns and opinions. Women are becoming a force to be reckoned with, and a: group 
that is willing to work for a better future and wants to share their talents. Thus, the industry 
and its players are changing. While change is sometimes scary and threatening, it is a:lso a 
-time of innovation, betterment, and growth. Growth is essential if organizations, people, or 
ways of life hope to survive the test of time. 
Activist Lindy shared her account of a radical socialist group that would not admit 
any new members into its organization. While most of the members lived well into their 
90's, they all eventually died; so did the organization and its philosophies. She shared how 
sad it was, because the group had had some really good ideas; however, their unwillingness 
to grow and change killed them (interview, 9-11-00). Agriculture is much the same. If the 
current members do not stretch and grow by admitting the presence of and acknowledging 
the wisdom women bring to the table is a great possibility that American agriculture will not 
remain a world leader. 
154 
My second implication concerns one of the primary assets women offer: their 
nurturing, caring, and mothering view of life. This perspective, while sometimes called 
degrading and stereotypical is also very beneficial. Women's commitments to conservation 
and quality of life;' their .listening, and valuing people all translate into a more open, even 
neighborly way of life for those they are involved with. Additionally, in a day and age where 
consumers don't understand agriculture but demand high quality safe food, women may be 
able to reach out and include them into their webs. 
Many women in this study educated others about agriculture or rural life issues. They 
did this through grade school field trips, newsletters, videos, television and newspaper 
interviews, and by sharing their farms and lives with others. These educational efforts were 
conducted in an effort to create an informed public, a public that would understand 
agriculture and rural life (interview with Farmer Kay, 8-7-00). 
The third implication is directed to those with whom women will work. Women's 
view of the world and leadership has been shown to be very different than men's. Like men, 
women are faced with negotiating relationships, time restraints, personal confidence, and 
developing a basic understanding of the culture. However, one of the most obvious 
challenges women face is their difference from what has traditionally been the norm in 
agriculture-being a female. The women in this study voiced their disbelief that men shared 
these same concerns, sustainability, conservation, and community well-being. Thus, while 
many women have been reported to be silent partners and workers (Perry & Ahearns, 1994; 
Wells & Tanner, 1994), men may not and did not initially trust the women's voices or 
leadership, in the case of the women in this study. In other words it was found that the 
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women were not silent by choice, but found it difficult to find venues from which to speak or 
make their voices heard. 
While men may not understand the difficulty women face as they find voice or face 
problems of being heard, it is a reality of many women's lives. As women have read this 
thesis they agreed and were drawn to these stories because they ring so true to their own 
experience. In many conversations women expressed their fears of speaking or being 
different than the male norm. Or they expressed frustrations of being heard or judged when 
they had spoke or shown a difference from the norm, that they were labeled as being 'just a 
woman who doesn't really know what she's talking about." Thus for those men who interact 
with women, an awareness of the risk women take when speaking might be facilitate 
dialogue. 
Many managers believe that if there is a problem within the employee ranks they will 
hear about it. In the cases shown here the women have learned to tolerate many problematic 
situations. Again returning to the issue of risk, in Agribusinesses Alice's explanation she 
chose to deal with it rather than work in lower paying more physically demanding jobs. 
Thus, some women may fear reporting difficulties because she may fear loosing her job or 
good reputation. 
One way women have learned to cope with challenging work environments has been 
to develop networks of support. When women began working a new career they are 
generally mentored: This relationship provided education, support, and guidance, in essence 
the mentor seemed to anchor the woman in the tossing seas of her first year or years of 
working in that field. However as the women learned and became competent the mentoring 
relationships were terminated and the women were left to fend for themselves. The first 
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means of support the women drew from was their relationships with their spouses, another 
form that was seen in Lindy and Kay's cases were the formation of communities or networks 
or "like-minded people" (interview with Kay, 8-7-00). 
My fourth implication concerns non-agricultural people. The women in this study 
have achieved various levels of leadership and power and all have various levels of expertise 
in different fields of agriculture. However, each woman, regardless of her expertise, has 
become a leader. Therefore, to those non-agriculturalists who want to become involved in 
agriculture and possibly become a leader, there are places available. This idea, though, 
relates back to the statement that the face of agriculture is changing and with the influx of 
women and non-agriculturalists, the industry may evolve. Traditional agriculturalists can 
accept new members and teach them, or reject the new members and let their knowledge 
based on experience and history die. 
The choices about inclusion, direction, and possibilities are great and important, but 
they are not choices that can be made later. Women have been a part of the agricultural 
workforce for years and they are now becoming leaders within the agricultural industry. 
Therefore, they are making changes, both to the "woman" stereotype and to the industry. 
Through education and inclusion, women seek to share agriculture with many people, many 
more than those just involved with traditional agriculture. 
As th~ agricultural field becomes more diverse, so does the importance of exemplary 
leadership. As agriculturalists evaluate their position and visions for the future, the time has 
come for them to decide whether they will be included in women's webs of leadership or 
whether they will stand outside the webs and fight alone. 
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Further implications of the study relate to the educational practices. and institutfons 
that claim to teach leadership and prepare students for leadership roles. None of the women 
in this study had had formal leadership training. Furthermore, they were not highly educated 
in terms of degree attainment. However, as agriculture changes and as the opportunity for 
marrying in!o farming operations decrease (fewer people are farming every year), the need 
for formal agricultural education and experiences will likely increase. The issue of language 
and cultural understanding and literacy were particularly important to these women's 
attainment of leadership. While each woman had first learned agriculture from a family 
member and then was trained by mentors, the requirement was the same for them all. In 
schools of higher education, exposure to and guidance in agricultural and leadership concepts 
may help alleviate some of the biases and obstacles that women face. Furthermore, co-ed 
classes, where males and females are taught the same material and work together to learn 
leadership and agriculture in structured cooperative learning environments, could prove to be 
beneficial for both sexes in learning the different approaches each uses in leadership. 
Advice 
Throughout this chapter, I have shared tidbits of advice from each woman. However, 
this section is the final place where their advice will be shared invite discussion, to encourage 
thought, and to offer hope to aspiring leaders and women agriculturalists. I began this study 
hoping to learn how women became leaders in agriculture. I also hoped to validate my 
hunch that women did not have to become manly to work or lead in agriculture. At the 
conclusion of the study, I have learned and shared how women lead, I have also learned that 
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there is no need for women to take on male attributes; there are already enough of them in 
agriculture. The following numbered points are quotes of advice from the women 
· Activjst Lindy's Advice 
1. ''To be a farm activist, the best thing to be is to still be rooted in the soil, growing crops, 
to be part of that growing. It gives you authenticity and truthfulness of what you're 
saying. It [also] gives you the ability to know what you are talking about. It's critical 
that people remain in touch with the earth" (interview, 9-11-00). 
2. To young people: "Question authority, those people that step forward and say 'We're 
making this decision in your best interest.' Say [ to yourself] shall we defer to them to do 
that? I don't think we should" (interview, 9-11-00). 
3. ''When I started believing in my gut feelings [intuition] about things, I became much 
more comfortable about things" (interview, 9-11-00). 
4. "Leaders need to pass on their knowledge and expertise, then step back. They need to 
nurture new leadership .... You've got to do this or [the organization] dies" (interview, 9-
11-00). 
5. "It's imperative to be part of the system you are in, and to be knowledgeable. Now look 
outside your microcosm and see the broader picture. Learn from others" (interview, 9-
11-00). 
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Farmer Kay's Advice 
1. Find somebody that thinks like you do, so they can share the load (interview, 8-21-00). 
2. Think qut-of-,the box when leading. A leader is "somebody that makes a difference, not 
the status quo, or rubber stamper. They think out-of-the box and say "This is my vision, I 
can't see it hurting others. What do you think?" They consult everyone and people fall 
in behind them" (interview, 8-7-00). 
3. "Cut the five dollar words from your vocabulary. People want to be able to read it and 
not think too hard. Give it to [them] in a story form so [they] can understand it" 
(interview, 8-21-00). 
Political Maria's Advice 
1. "Set priorities and stick by em' ... keep priorities straight and in mind" (interview, 9-12-
00). 
2. To non-agricultural or non-rural political people campaigning to agricultural people- "Be 
yourself, don't go down the ag road, [agricultural people] can see through you in a 
nanosecond" (interview, 9-12-00). 
3. Concerning women in agriculture: ''I think it's time to get over it. It never ends. Today 
I'm recognized as being the agricultural leader who stands the ground for ag people ... 
because-I stuck to it and didn't give up" (interview, 9-12-00). 
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Academic Sarah's Advice 
1. "I've been honest with farmers and told them what I knew and that I would find out 
answers to their questions. They gave me a chance" (interview, 8-15-00). 
2. "Learning to be flexible and forgiving is important. I don't have a sense that the world is 
a fair place. I never thought people should behave a certain way, they never have" 
(interview, 8-15-00). 
Agribusiness Alice's Advice 
1. Leaders should be "someone who's willing to listen to those below them. Can't be a good 
leader if you don't know what those around you need. Leaders have to be willing to take 
into account how everybody feels before making decisions" (interview, 9-18-00). 
2. "Don't give up. It may look frustrating when it's all male-when they talk about glass 
ceilings and [double standards] I know what they're talking about. But, don't give up, 
don't get frustrated" (interview, 9-18-00). 
Conclusion 
I set out on a journey to learn about women leaders in agriculture in page one of this 
thesis. From that page to this, I have shared stories of personal growth, struggle, 
achievement, and success. In the beginning of this study, I claimed (1) that women have 
· many untapped skills and talents to offer to the agricultural industry and (2) that success 
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comes from being true to your beliefs and inner-self. At the end of this study, I confidently 
state that (1) the women I interviewed are using their many skills and talents to lead, and (2) 
they have become leaders because they know their inner-selves and have discovered and held 
true to their beliefs and passions about agriculture. 
Therefore, as I close this thesis, I give my advice: (1) don't be afraid to ask, you never 
know what the answer will be; (2) it's okay to be real and to be_ honest although this freedom 
might be most beneficial if tempered with careful thought about who is worth the price, even 
if the price is personal pride, the results seemed to be self-confidence and personal peace; and 
(3) the journey is definitely better than the destination. Working with and learning from 
these women was definitely better than writing their stories and understanding my 
interpretations. Wolcott (1990b) wrote that qualitative studies aren't concluded, but rather, 
they are finished when the deadline arrives. Thus it is with this study; I will think about my 
analysis and these women for many years to come. I will probably even change my 
perspective and my analysis, but at this point and time, what I have shared is what I have 
learned. 
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APPENDIX A-DISCUSSION TOPICS 
In qualitative research questions emerge from interactions. However, questions will be 
generated using the following categories of interest: 
A. Historical background: 
• Family modeling of leadership 
B. Personal leadership experiences 
• Leadership in non-formal settings (e.g. neither elected or selected leadership 
positions) 
C. Leadership Training 
• Training given in addition to leadership positions may be formal or experiential 
D. Philosophy of leadership 
E. Your gender role in your current position 
F. Your experiences in your career roles 
G. Perceived impact on the industry 
H. The industries impact on you 
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APPENDIX B-INTRODUCTION LETTER 
June 1, 2000 
Dear [research respondent name typed in here], 
Hello, my n~me is Amanda co·m and I am a graduate student at Iowa State University. I am 
researching the gender roles of women in leadership positions within the agricultural 
industry. I am particularly interested in researching your life experiences, training, and 
education in relation to your leadership roles you have held in your career. The results of this 
research will serve as the basis of my Masters thesis. 
I would like to interview you two to three times in the next two months. In addition to 
interviews I would like to spend two to three days shadowing you. This shadowing 
experience would involve me spending the day with you in your place of work. This 
experience will be used to observe your interactions with those people that you work with 
and for. The objectives of my research are to (1) identify your impact on the industry, (2) 
· observe your relationships and ways of dealing with their fellow agriculturalists, (3) 
.determine (through interviews and observations) personality characteristics that you have had 
to develop to be leaders in the agricultural industry. Interviews can begin as ·soon as possible. 
I would like to discuss your personal leadership development history and experiences. 
All of these interviews will be audiotape recorded, in order to preserve and accurately cite 
your responses. In addition to interviewing you, I would like to spend time observing you in 
a variety of situations. These observations will be decided upon by both you and I. 
Your name, place of work, and specific occupation will remain confidential. I will take the 
responsibility for masking your name and any other defining information (e.g. the state and 
or company with whom you work) with pseudonyms. You may decline to participate in the 
study at any time, during any of the interviews or observational situations. In addition, your 
participation is completely voluntary. 
If you have any questions about this study please call me at either of the following two phone 
numbers 515-232-1816 (home), or 515-294-4349 (work). You may also contact me via 
email at acornteach@hotmail.com. 
Your participation is greatly appreciated. 
Sincerely, 
Amanda Corn 
Iowa State University 
Masters Candidate 
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APPENDIX C-CONSENT FORM 
Women's Impact ori the Agricultural Industry Case Study 
I, __________________ _, agree to participate in the research 
study described in the attached letter. The study has been explained to me and I have been 
informed of the potential benefits ~d possible risks of participation. 
I further understand that a pseudonym will replace my name in any report of the research 
findings and· that any identifying information about myself will be deleted or protected with 
pseudonyms. My identity may be known to the researcher, but will be kept confidential. 
I may refuse to answer any questions or stop the interview at any time. I may ask for the tape 
recorder to be turned off at any time during the interview. I may also ask the researcher to 
discontinue the study at any time during the research process. 
I understand that my decision to participate or not participate is completely my choice. I also 
understand that I will be given the opportunity to check all research documents for accuracy 
of my words and story. 
Date ---------- ______________ Phone Number 
_________________ Name 
Please Print 
Address I prefer to be contacted at (EITHER Email or U.S. Mail) 
_________________ Signature 
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Thank you for participating in this case study of women's impact on the agricultural industry. 
During the course of these interviews, we will be discussing your role as a leader, what 
personality traits you've had to develop to function within the industry, and how you view 
your role and self. There are no right or wrong answers. I am interested in finding out how 
you reached this level of recognized leadership. These interviews will be tape recorded to 
preserve and accurately cite your responses. 
If at anytime or for any reason you feel uncomfortable with the questions or topic of 
discussion you may refuse to answer the question and or end the interview. If at any point in 
the research process you decide that you don't want to participate you have the right to 
discontinue being interviewed. You also have the option of requesting that any or all of your 
information not be used in research reports. 
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APPENDIX D-IN-HOUSE HUMAN SUBJECTS BOARD PERMISSION 
FORM 
Last name of Principal Investigator Corn 
Checklist for Attachments and Time Schedule 
The following are attached (please check): 
12. [83 Letter or written statement to subjects indicating clearly: 
a) the purpose of the research 
b) the use of any identifier codes (names, #'s), how they will be used, and when they will be removed (see item 
17) 
c) an estimate of time needed for participation in the research 
d) if applicable, the location of the research activity 
e) · how you will ensure confidentiality 
f) in a longitudinal study, when and how you will contact subjects later 
g) that participation is voluntary; nonparticipation will not affect evaluations of the subject 
13. [83 Signed consent form (if applicable) 
14. D Letter of approval for research from cooperating organ.izations or institutions (if applicable) 
16. Anticipated dates for contact with subjects: 
First contact 
June 12, 00 
Month/Day/Year 
Last contact 
Dec 25, 00 
Month/Day/Year 
17. If applicable: anticipated date that identifiers will be removed from completed survey instruments and/or audio or visual 
tapes will be erased: 
Dec 26. 00 
Month/Day/Year 
18. Signature of Departmental, Date 
Officer 
19. Decision of the University Human Subjects Review Committee: 
~roject approved O Project not approved 
Name of Human Subjects in Research Committee Chair 
Patricia M. Keith 
Department or Administrative Unit 
Agricultural Education and Studies 
0 No action required 
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